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1

Chapter I

INTRODUCTION TO THE STUDY

Purpose of the Study
Superintendents of schools in West Virginia and throughout the
nation have been the subject of many research studies within the last
ten years.

Of particular interest to researchers has been the average

term in office of school superintendents everywhere in the country.
Average employment for a superintendent in an urban district usually
has been less than two years.

In the majority of rural areas a

superintendent has averaged as many as four years.^

The reasons

given for these short term expectancies in office have varied, but
the most frequently mentioned reason listed in the literature has been
the failure of a superintendent to communicate with his respective
board of education members.

Work done by researchers in the early

1960's led Charles Fowler to believe that-the short term in office of
superintendents had come about generally because the districts that
hired them were constantly looking for change that could improve the
present system.2

Sometimes a superintendent was hired who could bring

radical changes to a district that had had relative stability for a
number of years.

Sometimes districts that had experienced change for

a number of years began again to look for stability in the form of a
new superintendent.
A recent study conducted under the direction of the Michigan
Department of Education collected data on the term of office of school

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

superintendents that spanned a ten-year period from July 1, 1965
through June 30, 1975.

This study was drawn scientifically and

resulted in sending questionnaires to 384 board of education members
who had served on 77 boards of education within the state of Michigan.
A total of 226— 58,85 percent— of the board members queried responded
to the survey.

These findings, as reported in The American School

Board Journal by David A. Fultz in 1976, indicated that weak rapport
with the board of education was a superintendent's biggest threat.
These Michigan board of education members listed the biggest problems
as a superintendent's refusal to seek and accept criticism, his lack
of effort to work in harmony with the board, and his failure to support
board policy as well as to follow the board's instructions.3
A general survey of the literature concerning the average
office term of school superintendents brought the researcher to
several basic hypotheses.

First, the ability of a school superinten

dent to communicate effectively with his board of education, his staff,
and the community partially determined his success or lack of success
as a superintendent.

How a superintendent perceived and responded to

the organizational and educational goals of the board of education when
he initially took office and how he responded to the educational goals
and expectations of the community helped determine his success or
failure.

There was a significant relationship between the superinten

dent's success and the board of education's perceptions of its own role
and its expectations and role perceptions of the superintendent,

A

review of the current literature also led the researcher to the hypo
thesis that there was a significant relationship between the success
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of a superintendent and his perceptions about his own role as a
superintendent.

However, it was also hypothesized that there was no

significant relationship between success of a superintendent and age,
experience in education, and/or highest degree held when compared
with the above listed hypotheses.
The data collected using these hypotheses have established
with some reliability why the turnover rate among school superinten
dents in West Virginia has been so high.

The information was made

available to present and former superintendents, boards of education,
graduate schools, and prospective superintendents of schools in the
state in order to help correct or at least decrease the causes of
failure of superintendents to remain in office.

When these causes of

failure were determined and made available, public school districts
throughout the state were exposed to research data that potentially
could help increase success of school superintendents across the
state and thereby increase the success of the educational program
statewide.

These recommendations included board of education and

superintendent relationships and some important environmental
variables.

Statement of the Problem
The purposes of this study were to collect and analyze the
perceptions of board of education members, superintendents of schools,
and former superintendents of schools in West Virginia within the last
five years relative to the reasons for the short, average term in
office of public school superintendents in West Virginia.
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Hypotheses
Six basic hypotheses were included to guide the study.

These

hypotheses were outlined as follows:

Hypothesis I. There has been a significant relationship be
tween the ability of a school superintendent to communicate with his
board of education, his staff, and his community and his success as a
superintendent.

Hypothesis II. There has been a significant relationship
between how the superintendent perceived and responded to the
organizational and educational goals of the board of education when he
initially took office and his success as superintendent later in
office.

Hypothesis III.

There has been a significant relationship

between how the superintendent perceived and responded to the educa
tional goals and expectations that the community had for him and his
success.

Hypothesis IV.

There has been a significant relationship

between the board of education's perceptions of its own role and its
expectations and role perceptions of the superintendent and his
success.

Hypothesis V . There has been a significant relationship
between the superintendent's perceptions of his own role as a superin
tendent and his success.
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Hypothesis VI. There has been no significant relationship
between age, experience in education, and/or highest degree held and
actual success as a superintendent when compared with the above
hypotheses.

Delimitations of the Study
Practical considerations and interest of the researcher caused
this study to be limited to the study of superintendents and board of
education members within West Virginia within the last five years—
1974-1979.

Success of any superintendent was equated only with the

length of time that he had served as a superintendent of schools in
West Virginia and was not established as relevant to any situation
outside West Virginia.

The research instruments were designed by the

researcher for the sole purpose of gathering information for this
specific study, and the data received from these instruments were only
as accurate as the honesty of the respondents.

The questionnaires were

field tested by three superintendents and one board of education member
serving in office in western Pennsylvania.

Their perceptions, however,

were given only on readability and understanding of the information in
the questionnaires and only as the information applied to their own
specific experiences within the state of Pennsylvania.

Definition of Terms
Superintendent of Schools. The chief executive officer of the
county board of education who executed, under the direction of the
state board of education, all educational policies of the county
within which he served.
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Board of Education. A policymaking body composed of five
members who were elected by the voters of the respective county
without regard to political affiliation and who supervised and con
trolled the county educational system.
Board of Education Member. Any citizen and resident of the
respective county who was not a teacher or service personnel of the
specific district and who was not an elected or appointed member of
any party executive committee who had been elected by the voters to
office or who had been appointed by the current board of education or
the State Superintendent of Schools to fill an unexpired term of a
former board member
Successful Superintendent.

One who had survived in his present

position as a superintendent for six years or more or one who had moved
into a better position within the profession, such as State Superin
tendent of Schools, RESA Director, or one of the other top positions in
the West Virginia State Department of Education.
Unsuccessful Superintendent.

One who was forced to resign, was

dismissed from office, or failed to have his contract renewed as a
superintendent within the last five years.
Board of Education Members in Counties with Successful Superintendents-BMSS. These board members served in counties in which the
superintendent was a successful superintendent as determined by the
above definition.
Board of Education Members in Counties with Unsuccessful Super
intendent s-BMUS . These board members served in counties in which the
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7
superintendent was an unsuccessful superintendent as determined by the
above definition.

Former Superintendent. A former superintendent was defined as
one who had served as a superintendent of schools in West Virginia
within the last five years but was not currently serving as a superin
tendent in the state.

Background of the Study
A study published in 1974 by Dr. James A. Martin and Dr. John
0. Andes at West Virginia University entitled The Supply and Demand of
Public School Administrators in West Virginia reported that thirty-one
out of forty-eight superintendents who responded at that time had
served three years or less in their present position.4

In 1979 Martin

and Andes published an update and revision of that study entitled
Supply and Demand of Public School Administrators in West Virginia
1978-1980 from which the background for this research study was taken.
In this recent study it was reported that the mode of experience for
school superintendents in the state was 1.0 years.

The mean

experience for superintendents was 3.8 years and the median experience
was 3.0 years.

In 1978 there were only two men in the state who had

been able to survive as many as ten years in the same supcrintendency.®

One of these men had served twelve years as superintendent in

the same district, and the man with the maximum job experience had
served seventeen years as superintendent in the same county.®
The state law, however, made provision for longer terms in
office than exemplified by most other West Virginia superintendents.
The West Virginia law has allowed a local board of education to elect
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a county superintendent of schools for an initial term of from one to
four years each.7

This statute has given legal status to four-year

contracts for county superintendents.

However, when a superintendent

was appointed initially in West Virginia to a four-year term, the odds
were better than two to one that he was not given a second contract.
One-fourth of all superintendents who responded to Martin and Andes in
their 1979 study were in their first year in their present position,
and fifty-seven percent had been in their present position for three
years or less.

More than two-thirds— sixty-eight percent— had been in

their current position four years or less.

Only six percent of all

respondents— three out of forty-seven— had been in their current
positions more than seven years.
These data gathered by Martin and Andes by questionnaires dis
tributed to superintendents of schools throughout the state was verified
for accuracy by a year-to-year check of the roster of superintendents
listed in the West Virginia School Directory published by the West
Virginia State Department of Education.

In 1977-1978 the position life

expectancy of a county superintendent of schools was three years.8
Martin and Andes pointed to obvious conclusions in their studies.
Turnover at the top was very high.

The only real stability in leader

ship at the top levels of education administration in West Virginia was
provided when an assistant superintendent stepped into the superinten
dency when his predecessor failed.

However, this newly promoted

superintendent was also relieved of his position in most instances
within the next three years.8

Also indicated in this supply and

demand study was than nineteen out of the thirty-five sueprintendents
who responded in 1978 indicated that they desired no change from their
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present position.

These career expectations were unrealistic

considering the term in office data previously reported.10

This data

implied that superintendents needed to be made more aware of the
perils of the superintendency as a career choice.

Nearly one-fourth

of the superintendencies in West Virginia opened up annually.

Almost

any man who wanted to become a superintendent in West Virginia became
one, ..However, only two men in the state satisfied a board of education
enough to survive more than ten years in one superintendency.11
.Both the study published in 1974 by Martin and Andes and the
one published in 1979 by them pointed to the need for more research
which would help to establish what makes a more successful superinten
dent of schools in West Virginia with longer service in office.
Increased term in office for a superintendent would make possible more
long-range planning and implementation of goals for school superin
tendents,

Because of the importance of the chief executive in any

school system, the most far-reaching significance of the current
study was to make data available to school superintendents that might
contribute to their future success and longevity in office.

With more

consistent and long-range leadership of a successful superintendent,
every facet of the educational programs within a county from budgeting
to curriculum would have the potential for improvement.

General Outline of the Study
Chapter one was the introductory chapter and included the
purpose of the study, the statement of the problem, and the hypotheses.
It also included the delimitations of the study, the definition of
terms, background for the study, and a. general outline for the entire
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study,
Chapter two was a search and review of the related literature
and included sources to strengthen the importance of the study.

It

also reyiewed sources related to the mobility of superintendents, the
selection and evaluation of superintendents, and the reasons for
dismissal of superintendents.

Chapter three outlined the research

design of the study and described the selection process of the partici
pants, the procedures used in the questionnaire sampling, and the
organization of the study itself.

Chapter four presented data on

former superintendents and divided them into successful and unsuccess
ful categories for discussion.
Chapter five was the analysis of the data and included
information about the total population.

Superintendent's experience

in present position and data relative to the determinants of
successful superintendents were analyzed.

Also included in chapter

five was an analysis of ways to increase the success of superintendents
as well as evaluation information.

Chapter six discussed the

significance of the hypotheses and presented the analysis of the
hypotheses data.

Chapter seven included conclusions and recommenda

tions that were derived from the data.
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Chapter II

REVIEW OF THE LITERATURE

Importance of the Study
As early as 1957 the American Association of School Admini
strators was interested in the length of term in office of school
superintendents.

In their thirty-fifth yearbook entitled The

Superintendent as Instructional Leader, the superintendent was
named as the instructional leader of the entire school that he
administered.

Because of his importance as an instructional leader,

the American Association of School Administrators suggested that it
could prove ineffective, inefficient, and uneconomical to change
superintendents frequently.^

Only after a number of successful years

in office was any superintendent able to plan, initiate, and imple
ment curriculum programs.

If.term in office was short, then long-

range curriculum plans or, for that matter, construction, financial,
or other long-range plans never materialized.

When a superintendent

helped to build a better school building, or when he was instrumental
in getting a more adequate budget or teachers* salary schedule, he
was laying the groundwork for a better total school system.

When a

superintendent was instrumental in employing better teachers of
suggested improved architectural designs, he was helping to provide
for improved instruction.

2

None of these goals was accomplished

when a superintendent survived only for a year at a time.
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Robert Owens also was concerned about the years in office of
superintendents of schools.

In his Organizational Behavior in

Schools, he indicated that many individuals and organizations such as
the press, private foundations, union organizations, and private
citizens communicated with and tried to influence a superintendent of
schools.

Superintendents, Owens believed, who were out of touch with

current conditions in their counties, were not able to keep alert to
emerging needs and, therefore, kept change and innovation to a
minimum.

A superintendent who was out of touch with the district

that he managed was costly and ineffective.

A district incurred

great expense and had ineffective long-term leadership, then, when
it changed leadership yearly.

Short terms in office also prevented

familiarization with the problems of the school district.

Owens

suggested that in most situations increased success ensured more
years in office; likewise, the number of years in office usually
increased success.3
Ziegler, Jennings, and Peak studied superintendents of
American school systems and hypothesized in their Governing American
Schools that the longer the superintendent was in office, the fewer the
signs were of electorate dissatisfaction.

This hypothesis stemmed from

their thesis that the chief executive in a school system was the central
figure in the local educational governance.4

A superintendent's

reelection said to the public that school affairs were running smoothly.
If they had not been satisfactory, the board of education easily could
have removed the superintendent from office.

Some ambitious superin

tendents chose to move to bigger, better, and more challenging
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positions.
over.

Retirement or death also increased superintendency turn

However, regardless of the basis for length of service, if, in

fact, electoral quietude was linked with time in office of a superin
tendent, then the importance of this current study was increased.
It was designed to determine how to increase the term in office of
a West Virginia superintendent by delineating the factors that have
contributed to successful superintendencies.

The Mobility of Superintendents
• The turnover rate of West Virginia school superintendents at
the time of this study led the researcher to the conclusion that in
the near future there may be few people desirous of such a tenuous
position.

This possibility of the vanishing superintendent with no

qualified and interested replacement for him justified more research
into the reasons for the short terms in office for the top school
administrators within the state.

There was a dire need for more

information about what was causing the problem, whether it would
continue in the future, and how it could have been avoided or
prevented in the past.

As early as 1966 Robert E. Wilson in his

Educational Administration wrote that a new high had been reached
nationwide in departures from the superintendent's position, either
at the request of the board of education or by the superintendent
himself.

Wilson suggested that there should have been concern about

the supply of qualified persons to fill the vacancies of superin
tendents.

So few superintendents, even then, were able to determine

what defined a successful superintendent and thus pattern their own
careers on the success model.

At the same time Wilson pointed out
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that some school communities jealously held on to their chief
administrators which indicated that at least some superintendents were
able to find the correct interpretation of the superintendency role
for some particular places.5

Martin and Andes pointed to this same

situation that Wilson described in their 1979 study conducted into
the supply and demand of West Virginia school administrators.6

It

appeared that the problem has increased since Wilson first described
it in 1966.
Wilson went on to describe the position of superintendent of
schools as one that had been plagued with ambiquity since its beginning.
Even when a fairly clear understanding did develop between a board of
education and its superintendent, newly elected board of education
members may have sought their office intending to revise the previous
arrangement.

The vagueness which has characterized the position of

public school superintendent, according to Robert E. Wilson, lay at
the root of its instability which in itself was a characteristic of
the job.7

Since the role of any superintendent was not specifically

fixed in most situations and was naturally subject to change and since
a superintendent did not have tenure in his position, his dismissal
was easy to obtain.

The persistent problems of instruction, construc

tion, and supervision were compounded for the superintendent by an
increasing reluctance on the part of taxpayers to provide more money.8
The current survey of the superintendents in West Virginia within the
last five years indicated that what Wilson had said in 1966 was still
true.
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The turnover problem of school superintendents was described
very specifically by Charles W. Fowler in his recent article in The
American School Board Journal entitled "When Superintendents Fail."
Whether it was due to the failure of the superintendent, the failure
of the board of education, or a combined failure of the two, Fowler
said that the brief average term in office of school superintendents
across the nation deserved a closer look.

"After all," stated

Fowler, "the superintendent is the key individual in any community
education program and a frequent turnover can’t be said to boost
your community schools."9

It was not uncommon to read that patrons,

school board members, teachers, and/or students expected a superin
tendent to work miracles and solve all the problems within the
district in a year or two.

Fortunately some wise members of boards

of education realized the folly in expectations such as these and
provided successful superintendents with multi-year contracts.

A

perceptive superintendent, according to Merlin A. Ludwig in The NASSP
Bulletin, secured at least a three year contract during employment
negotiations.

A careful examination of the turnover rate of super

intendents in the state of West Virginia within the last five years
did not indicate that superintendents there were negotiating threeyear contracts of employment.
Carl J. Dolce felt that there were many explanations why the
chief administrative position in education was under siege nationwide.
In a paper presented at the annual meeting of the American Association
of School Administrators in Atlantic City in 1976, he indicated that
the superintendent tended to be the most visible member of the school
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system.

He played a symbolic as well as a managerial role.*-*

Whether

a superintendent was truly influential or not, he was so perceived.
The superintendent stood between the board of education— the public's
representatives— and the organization, represented by teachers, principrincipals, and other administrators.

Whenever there was a gap in

communication, the superintendent who was in the middle received the
stress.

He was then forced to change some of the points of view that

were causing the problem.

Sometimes when the conflicts were not

resolved satisfactorily, the superintendent either resigned or was
dismissed.

When the entire top management was removed with the dis

missal of the superintendent, there was a cost to be weighed heavily
for the educational community.'1'2
Not only West Virginia but much of the rest of the nation has
witnessed a substantial turnover of superintendents in recent years.
Carl Brautigam provided information about superintendency turnover in
Michigan when he reported that of 256 changes in superintendencies in
Michigan during the five-year period— 1969-1977— twenty-one were second
and third changes.

Of the fifty-one 1974 changes, fifteen were filled

by the movement of a superintendent to another superintendency.
Thirteen were filled by promotion from within-the district.

Twenty-

three were filled by non-superintendents from other districts— eight
central office persons, seven principals, and eight from other .
categories,*^

Studies done by Martin and Andes at West Virginia

University showed that the turnover statistics in West Virginia were
similar on a smaller scale to the turnover statistics in Michigan. .
However, since the position of superintendent in West Virginia was a
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constitutional position and a man had to be a resident of the district
and the state prior to his appointment as superintendent, more than
eighty percent of all the superintendents in a 1973 sample, which
included eighty-seven percent of the population, had served in only
one or two counties in the state.

Only one superintendent had served

in as many as four counties within the state of West Virginia.

In

1978 there was only one superintendent in West Virginia who had been
a superintendent in another state.

In 1973 one-fourth of the super

intendents had been promoted to the position of superintendent from a
principalship.

By 1978 boards of education were hiring superintendents

who had had central office experience in addition to building level
experience.

Twenty-seven of the forty-seven superintendents who

responded to the 1978 survey— fifty-seven percent— moved from assis
tant superintendent to superintendent.

Twenty-two of the twenty-seven

— eighty-one percent— were promoted from assistant superintendent to
superintendent within their own districts.

The increased mobility in

West Virginia, however, was restricted to positions held prior to the
superintendency, and in 1978 there was only very limited mobility
between superintendencies.^
The managing editor of The Nation’s Schools conducted a survey
in 1969 based upon a ten percent proportional sampling of 14,000
school superintendents across the nation for the purpose of deter
mining how superintendents viewed their roles and their problems.
His findings indicated that the superintendency was a high stress
position designed in nature for only those people who were prepared
to survive through the most difficult of situations.'*'^

Lloyd Ashby
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in his Man in the Middle.believed that some boards of education and
superintendents were confused by their respective roles.

The superin

tendent often was confused as to his role as the board of education's
man, the educational leader of the school district, or the man in the
middle,

Ashby saw the superintendent as gradually having moved toward

the position of being the board of education's man.

In defining the

role of the superintendent, he felt that school boards fell into three
main groups which included those who looked for a public-relations man,
those who looked for a. good.business manager, and those who looked for
an educational leader,

Ashby felt that it was very important for

boards of education and superintendents to define their respective
roles upon a superintendent's taking office.'16
In discussing the changing roles and responsibilities of the
school superintendent, Natt B. Burbank suggested that the nature of
leadership within the school system itself was changing at a rapid
rate.

As school districts became larger, the direct personal

influence of the superintendent diminished.

AS the superintendent's

position became more and more involved, school employees began to have
less and less personal contracts with the superintendent.

As advisor

and executive to the school board, the superintendent himself found
that the school board itself had changed rapidly.

Citizen groups

had become better educated and more articulate than ever before.

They

would no longer accept policy proposals and decisions without a sound
basis.

The days were gone when a superintendent could dominate a

school board and a district just because he had a degree or a
certificate.

Current superintendents, Burbank suggested, had to be

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

20
educational statesmen who were capable of putting together soundlybased recommendations that they could defend vigorously against the
intelligent questioning of well-informed board members and a wellinformed public.^
William D. Southworth suggested that the superintendency as
it is defined today has changed so radically that it cannot continue.
The responsibilities of the superintendency have increased and
multiplied so greatly, Southworth said, that no single person can
serve as the chief administrator, planner, professional negotiator,
executive, architect for change, and father figure as he has done in
the past.

The demands of school boards, professional staff, and the

public have made the superintendency in its present form an impossible
position.18
Because the position of superintendent in West Virginia and
across the nation has become one that is vacated frequently, super
intendents have become a mobile group.

Richard O. Carlson discussed

the mobility of the place-bound and the career-bound superintendent
in his book entitled School Superintendents:

Careers and Performance.

The place-bound superintendent he defined as being one who was more
interested in his place of employment than his career.

The career-

bound superintendent he defined as one who was more bound to his
career than to a specific place of employment.

His research indicated

that much of the intra-occupational mobility of superintendents was
horizontal career mobility from one superintendency to another of
similar prestige rather than vertical career mobility from one super
intendency to another of higher prestige.

Also, about forty-four
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percent of the place-bound superintendents that he studied had been
in their positions ten or more years while only thirty-four percent
of the career-bound superintendents had been in their positions that
long.19
In West Virginia in 1978 these percentages furnished by
Carlson would be much lower.

As Martin and Andes reported in 1978,

only two superintendents in the entire state had been able to make a
career of ten years in the same superintendency.^

In 1971 a special

commission of the American Association of School Administrators con
cluded that the vast majority of superintendents nationwide confined
their experience as chief administrator to very few positions.

Over

three-fourths of a stratified sample of superintendents selected with
the assistance of the National Education Research Division involving
school districts with student enrollments of from less than 300 to
over 25,000 nationwide have stayed in two or fewer districts.2*
A study of superintendency turnover in Colorado conducted in
1977 by Calvin Grieder indicated that the position of superintendent
there may have lost its appeal.

Of the 181 positions of superin

tendents in Colorado in 1971, forty-one left their positions.

At

the time that his study was published, there were twenty-five
superintendency positions unfilled.

Grieder felt that a work week

that consisted of as many as sixty hours and the extremely heavy
pressure that was part of the total work load may have been responsible
for the great turnover among superintendents.22

Although the state

of Colorado may not have been representative of the entire nation,
Martin and Andes projected that by 1981-1982 the number of certified
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superintendents will have dropped drastically.

Their reasoning for

this conclusion was that fewer students were applying for and com
pleting the certification requirements and that those who did become
qualified were raising the question, "why accept an untenable
position?"

With a twenty-five percent annual turnover rate in West

Virginia, a mean tenure of 3.8 years and a predicted success rate of
only 3.6 percent, fewer certified candidates in 1981-1982 will want
to serve as superintendents.22

Selection and Evaluation of
Superintendents
The manner in which boards of education selected their super
intendents had a great deal to do with whether the board was satisfied
with the superintendent's performance after he had been on the job for
a year or two.

Carroll Johnson felt thaf the process of selecting a

superintendent was almost as important in the success of a superin
tendent as the final choice that a board had made.

The community,

he felt, should have been very much involved in the search.

He

favored the consultant-panel process with at least one of the consul
tants meeting with teachers, administrators, and representatives of
the students and the community.2^
Charles Fowler reported on research that he had conducted in
the state of New York in.1971 which studied procedures and criteria
established by school boards there in selecting a superintendent.
Two years after a superintendent was hired, he checked back with the
same boards of education to see in what ways they were satisfied or
dissatisfied with the persons that they had hired.

His most
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significant findings indicated that school boards who sought
applicants from a wide geographic area were most likely satisfied
with the overall performance of their superintendents.

He also

determined that school boards who planned their selection procedures
carefully and used printed materials to describe their districts were
more likely satisfied with the performance of their superintendent.
He also ascertained that school boards who determined in advance,
in writing, the personal qualities that they wanted in their super
intendents and interviewed their candidates thoroughly were more
pleased with their superintendent's on-the-job performance.2^
Not only has there recently been a more careful selection
of public school superintendents but also the formal evaluation of
superintendents has become more prevalent.

This evaluation of top

school administrators has received increasing attention from state
legislatures, the public at large, and the education profession.
As early as 1971 the Educational Research Survey reported that the
percentage of large districts enrolling 25,000 or more students who
conducted formal evaluations of superintendents had increased to
fifty-four percent.^6

Lloyd Turner felt that the evaluation of a

superintendent's performance was a responsibility that many school
boards have handled poorly, infrequently, or not at all.

Yet, he

felt that a board of education had shirked its responsibility if it
had not rewarded a superintendent who merited reward, recharged a
superintendent who needed recharged, and discharged a superintendent
who deserved to be discharged.

27
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Donald J. McCarty wrote in School Management in 1971 that if
a superintendent of schools were evaluated and knew where he stood
with his board of education, that he was better equipped to improve
his performance and become a better superintendent.2®

School

boards and superintendents, he felt, should have agreed at the
beginning of each year on a set of objectives which they jointly
hoped to accomplish.

These objectives should have been detailed

in a manner that would have allowed them to have been measured .
objectively.

At the end of the school year the superintendent and

board should have set aside a sufficient time for an extended con
ference focusing upon how much overall progress had been attained.
Each board member should have individually ranked the order in which
the objectives had been met.

If the performance of the superintendent

was rated as satisfactory, his contract should have been renewed and
his salary increased accordingly.

If the superintendent's performance

was not up to standard, salary was not to be increased.

If the rating

was unsatisfactory, the superintendent might fail to have his contract
renewed.

The superintendent's continued evaluations would have

increased his performance or he would have been discharged.29

Reasons for Dismissal of
Superintendents
The purpose of this research study was to determine both
the perceptions of superintendents and board of education members of
personal and organizational variables which distinguished between
successful and unsuccessful superintendents.

It appeared, as

indicated by the literature reyiew, that the position of superintendent
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of schools both nationwide and in West Virginia was one in which
frequent dismissals occurred.

Even when proper selection procedures

were used in naming a superintendent and objective evaluation pro
cedures were implemented throughout the superintendent's term in
office, some superintendents still proved unsatisfactory within a
specific district.

In the 1973 meeting of the National Association

of School Boards, most of the complaints about superintendents by
board of education members were that superintendents performed well
in some areas but that their particular district needed someone who
could have performed well in another area.

Many of those board members

felt that the superintendent should have been able to change every
thing in a district without really having changed anything.

They

wanted productive change within their district, but they did not want
to upset the public.3,3 James Betchkal warned that unless a school
board really knew specifically why it had fired its past superintendent,
that they were likely to find themselves firing their next one and the
one after that as well.

Unless a majority of board members were

willing to accept in their own minds part of the guilt for a dismissed
superintendent, he felt that school districts might never develop the
kind of board-superintendent relationship that was essential to
developing a strong education program rather than a devastating
political or personal battleground.3’1'
Burbank tended to agree with Betchkal.

He felt that the

success of a superintendent depended more upon his skill in selecting,
dealing with, and improving the human element than anything else.

32

Studies and research in this area indicated that only small numbers
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of superintendents lost their job because of poor budgeting, poor
pupil accounting, or poor planning for buildings.

They lost their

positions because of their inability to deal adequately with the
human element of board members, citizens, teachers, and students.
In an informal study that he conducted in 1965 on superinten
dents who had been dismissed, Moffitt reported that board of education
members listed four specific reasons above all other reasons for
dismissal of their superintendents.
1.

The particular community in which the superintendent
tried to do.his job was wrong for him.

2.

The superintendent could not keep up with the

3.

The dismissal process was fast and easy to

4.

Superintendents built personality cults that

changes that occurred in his particular district.

accomplish for a superintendent.

tended to make them ineffective.33
A former school board of education member and education
writer in the midwest, Carolyn Mullins, collected data from fifteen
of the most prominent and experienced past and present school board
members in the United States and Canada who had a combined service
record of more than 300 years.

They also listed four actions that

they felt were most intolerable from superintendents and actions that
they felt were the most common basis for dismissals.
1.

Superintendents have poor and inadequate
communication between them and their res
pective boards of education.
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2.

Superintendents attempted to manipulate the
board of education and played board members
against one another.

3.

Superintendents omitted information to the
board about possible, but less desirable,
alternatives to problem solving.

4.

Superintendents personally supported
candidates for school board office,

34

Dana M. Cotton, Harvard Placement officer, part of whose job
it was to interview and find positions for unemployed superintendents,
cited the

ten most common reasons he found for dismissal of superin

tendents.
1.

A superintendent wanted everything his own way,
and he could not live with compromise.

2.

He failed to educate the board of education to
their policy-making function and to his admini
strative function.

Consequently, to everyone's

dissatisfaction, role perceptions and expectations
often were reversed.
3.

Superintendents failed to make decisions when
they needed to be made, and as a result, pressures
of time often forced them into making unwise
decisions.

4.

He was unable to adopt himself to the changing
educational needs of the students within his
district.
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5.

The superintendent Became overly possessive of
the school district and took the attitude that
he was right and the board was wrong.

6.

Because he refused to delegate authority,

7.

He became a superintendent in the first place

his workload overwhelmed him.

because he wanted status and learned too late
or never what the job really entailed.
8.

Because the superintendent neglected to educate
his community as to what public education is
all about, when he needed the citizens, the
superintendent was without a strong base of
community support.

9.

Because he lacked the courage to take a stand
on important issues when necessary, important
principles were often compromised.

10.

The superintendent felt that his personal life
was his own business, but the board and public
disagreed with him,33

Summary
The general consensus of the literature concerning the success
and failure of school superintendents indicated that superintendents
and boards of education function best when the board and the superin
tendent have similar perceptions of their respective roles.

If a

superintendent and his board of education had similar perceptions
of their roles and if they agreed.basically on the politics and
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programs within their organization, they usually were able to
develop and maintain successful relationships.

However, when the

compatibility within the relationship began to break down, there was
a need for immediate appraisal of the relationship by the superinten
dent and the board.

In some specific situations, non-renewal of the

superintendent's contract was the only solution to the problem.
There was a great deal of literature about the role of
the superintendent and a great deal written about selection and
evaluation of superintendents.

The literature also pointed to the

importance of a superintendent's having go6d communication and good
public relations skills.

There was also much evidence that indicated

high levels of conflict nationwide between superintendents and boards
of education with a high rate of general turnover of superintendents
including high rates of dismissal.

There was, however, little in the

research that gave direction to helping solve the conflicts that
existed in top levels of education administration.

And although many

prominent authors listed many common reasons why superintendents were
dismissed, these reasons appeared to be the reasons most commonly
given to the public and not the specific or latent reasons that really
brought about the dismissal.

This current research study came about

as an attempt to determine these specific reasons for success and
failure of superintendents by limiting the perceptions of the problem
to the sources who control the problem— superintendents themselves and
board of education members— rather than to a community sample, a
professional staff sample, or others who were only indirectly
involved in whether a superintendent was successful or not.

Even if
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the general public never knew specific reasons for dismissal of their
superintendent, the superintendent must know and other superinten
dents must know.

Only if superintendents know very specifically why

they have failed and also why their board of education members
perceived that they had failed, can they begin to resolve their
problems and avoid their mistakes in the future.

Determining the

real reasons for failure of superintendents and making this infor
mation available to superintendents and board of education members
in West Virginia was the purpose of this research study.
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Chapter III

RESEARCH DESIGN

The Selection Process of the Participants
The descriptive data for this study were taken from research
developed by Dr. James A. Martin and Dr. John 0. Andes at West
Virginia University in their studies conducted in 1973 and 1978.

The

first study entitled The Supply and Demand of Public School Admini
strators in West Virginia was published in 1974.

The 1978 research

was conducted to update and expand the first publication.

This work

was then published in 1979 under the title Supply and Demand of
Public School Administrators in West Virginia 1978-1980. These
studies indicated that white males have dominated the superintendency
positions within West Virginia during the past five years.'*'
age for these male superintendents was forty-nine years.

2

The mean

The

percentage of these superintendents who had earned advanced graduate
degrees in 1973 was 17.4.
twenty-five.

By 1978 this percentage had risen to

No superintendent who was in office in 1978 held less

than a master's degree.3
The most recent graduate education of school superintendents
holding office between 1973-1978 ranged from thirty-five years ago
to the present.

Almost fifty percent of all superintendents had been

in graduate school within the past five years.^

More of these super

intendents who responded to the surveys conducted by Martin and
Andes had completed*degrees in math and science than in any other
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discipline.

The vast majority of their administration graduate work

had been completed at public, in-state graduate schools.

West

Virginia University had awarded fifty-eight percent of the master's
degrees held by superintendents, and Marshall University had awarded
twenty-four percent.®
Nineteen of these thirty-five white males who were currently
serving in the position of superintendent in West Virginia indicated
that they desired no change from their current position.

Since the

average tenure in office of West Virginia school superintendents had
been determined by Martin and Andes to be 3.8 years, these career
expectations held by current superintendents appeared to be very
untenable,®

Because of this tremendous turnover within the top

education administration position in the state and because the
current superintendents, however well-educated they were, had failed
to realize their vulnerability within their positions as superin
tendents, this current study was begun.
The purposes of this study were to collect and analyze the
perceptions of board of education members and superintendents
relative to the reasons for the short, average tenure in office
of public school superintendents in West Virginia and to make
these data available throughout the state to board of education
members, superintendents, prospective superintendents, and graduate
schools in an attempt to increase the success rate in the office
of school superintendent.
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Copies of the West Virginia School Directory published
annually by the State Department of Education were used to ascertain
the names of former superintendents, current superintendents, and
board of education members in West Virginia for the last five years.
From the lists of all the superintendents who had served in West
Virginia from 1974 through 1978-1979, the names of those who had
died or had retired from office were excluded.

The total superin-

tendency population that remained was thirty former superintendents
and fifty-five current superintendents.

Board of education offices

where former superintendents had served were contacted by telephone
to determine current addresses of former superintendents.

Thirty

former superintendents were then surveyed by a mailed question
naire.

All fifty-five current superintendents were mailed

questionnaires.
There were 275 board of education members who were serving
in office on December 31, 1978— five members from each of the fiftyfive counties.

Their names were taken from the 1978 West Virginia

School Directory, and a similar questionnaire was mailed to them at
the board of education offices within their respective counties.

In

the companion cover letter enclosed with the questionnaire to current
superintendents, each of these superintendents was solicited to
deliver the questionnaires to board of education members and to
entreat their responses to the questionnaires.

In West Virginia

board of education members have been elected for six-year terms, and
elections have been held in even-numbeyed years.

Therefore, the

vast majority of all school board members who held office on
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December 31, 1978 had been elected in 1972, 1974, and 1976.

Procedures Used in the Questionnaire Sampling
Of the three categories mentioned above— former superinten
dents, current superintendents, and board of education members— a
thirty-three percent return rate was established as the necessary
response from each category for the completion of a reliable study.
The first mailing consisted of thirty cover letters and thirty
questionnaires entitled Questionnaire to Superintendents of Schools
mailed to the thirty former superintendents, 275 of the same cover
letters and 275 questionnaires entitled Questionnaire to Board of
Education Members mailed to the board of education members, and
fifty-five different cover letters and fifty-five questionnaires
entitled Questionnaire to Superintendent of Schools mailed to the
fifty-five current school superintendents in West Virginia.

These

two cover letters and the two questionnaires in their entirety were
included as Appendix A on pages 232-246 of the text.

The names of

superintendents and board of education members were included in the
greeting of their respective cover letters.
were mailed on May 4, 1979.

The first questionnaires

Three weeks were allowed by. the

researcher for a response to these questionnaires.

At the end of

this three week period, which had been increased to May 31, 1979
because of the Memorial Day holiday, eight former superintendents
responded which made a 26.66 percent response rate within that cate
gory.

Thirty-eight of the fifty-five current superintendents

responded after the first mailing which established a 69.09 percent
response— a rate well above the mandated thirty-three percent.

At
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the end of the first mailing, however, only fifty-seven board of
education members had responded.

This 20.72 percent of board of

education members who had responded was well below the necessary
thirty-three percent return as was the 26.66 percent return from
former superintendents.

Therefore, on June 8, 1979 a follow-up

letter was sent which solicited an answer from those necessary
remaining respondents.

Along with this newly written cover letter,

which was included as Appendix B on page 248 of the text, was mailed
another stamped, self-addressed envelope and another questionnaire.
Since more responses from current superintendents were unnecessary,
follow-up letters and questionnaires were mailed only to the twentytwo former superintendents and the 218 board of education members
who had not responded by June 8, 1979.

After a response period of

two weeks, five responses were received from former administrators
which increased their total response rate to thirteen or 43.33
percent.

This was well above the required thirty-three percent

necessary.
Although no follow-up was mailed to current superintendents,
one late response was received from a current superintendent which
increased the final total of current superintendents who responded
to thirty-nine or 70.90 percent.

Thirty-one responses were received

from board of education members after the follow-up.

This increased

the total percent of responses received from board members to thirtytwo percent— three responses short of the necessary thirty-three
percent.
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Because at least three more responses were necessary from
board of education members to meet the specified thirty-three percent
response rate and because there was still eleven of the fifty-five
more questionnaires were mailed to the board members in eleven
counties from which no responses had been received.

The cover letter

for this mailing was included as Appendix C on page 250 of this text.
On July 6, 1979 three more responses were received from
board of education members which brought the total number of responses
to ninety-one— 33.09 percent.

One more response was also received

from a former superintendent which increased the total of responses
from superintendents to fourteen— 46.65 percent.

However, the

information received in this response was inappropriate and therefore
was not tabulated in the final analysis.
The seven responses that were received after this third
mailing brought the total of board of education responses to ninetyeight— 35.63 percent.

Three of these board responses were totaled

but were not tabulated in the final analysis, however, because they
were received after the final July 18, 1979 deadline that had been
established for questionnaire returns and analysis of data.

No data

that were received after July 18, 1979 were included in the final
analysis of data despite the fact that several responses were
received.
This final follow-up letter greatly strengthened the study,
however.

Although the necessary thirty-three percent of board members

had responded before the third letter had reached them, this last
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letter decreased the number of counties without a response from board
members to only five.

Ninety-eight board of education members had

responded from fifty different counties.

From those five counties

which provided no response from board members, there had been a
response from three current superintendents.

This meant that of

the fifty-five counties in West Virginia, there were only two
counties in the entire state from which no response was received
from any of the three categories— former and current superintendents
and board of education members.

Four more responses from board of

education members were received late in July which reduced to one the
number of West Virginia counties from which no response was received
in any of the three categories.

These responses were not tabulated.

Once these responses were received and the minimum response
rate of thirty-three percent for each category was established, the
total percentages were tabulated by category.

This information was

included as Table 1 entitled Superintendents and Board of Education
Members Surveyed.

The responses from former superintendents and

current superintendents were then combined for tabulation purposes
which made a total of fifty-three appropriate responses from
superintendents.
These fifty-three responses from the eighty-five total
population of superintendents who have served in West Virginia within
the last five years were then divided into the categories of success
ful and unsuccessful superintendents based on the initial definitions
of successful ahd unsuccessful,

A successful superintendent was
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defined previously as one who had survived in the superintendency for
six successive years or more or one who had moved into a better
position within the profession such as the superintendent of a
larger or better paying county, Regional Educational Service Agency
(RESA) Director, State Superintendent of Schools, one of the top
positions in the West Virginia State Department of Education, or a
position of similar importance outside West Virginia.

Any former

superintendents or current superintendents who did not fit the
definition of a successful superintendent was classified as unsuc
cessful and categorized accordingly.

The final totals included

twenty-three responses from successful superintendents and twentynine responses from unsuccessful superintendents.
From the above categories of successful and unsuccessful
superintendents, responses from board of education members were then
divided into board of education members who had responded from
counties with successful superintendents and those who had responded
from counties with unsuccessful superintendents. .When board of
education members responded from counties from which no superinten
dent had responded, the success or lack of success for that
particular county was determined by the information given by the
board member respondent about the superintendent in his county.

Of

the ninety-five board of education members who responded appropriately
by July 18, 1979 from fifty of the fifty-five counties in the state,
thirty-four were classified as having served in counties with
successful superintendents.

Sixty-one were classified as having

served in counties with unsuccessful superintendents.

Of the
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thirty-four board of education members from counties with unsuccessful
superintendents, twenty-five had superintendents who had also
responded to the survey, and only nine had superintendents who had
not responded.

Of the sixty-one board of education members from

counties with unsuccessful superintendents, forty-five had super
intendents who had also responded to the study, and only sixteen had
superintendents who had not responded to the survey.

Organization of the Study
• The organization of the data that were gathered from the
responses that were discussed previously was determined by the format
of the questionnaires themselves.

Questionnaires used to collect the

data for this study were developed in their entirety for use solely
in this particular study.

They were designed to collect the

perceptions of superintendents and board of education members
about reasons for the great number of superintendents who spent
only from one to four years in any particular superintendency.

The

questionnaires also attempted to survey the specific causes for
resignation or dismissal, to trace what superintendents did profes
sionally after having left a superintendency, and to suggest what
might be done to improve their terms in office.
The questionnaire that was sent to superintendents was
field-tested before use by three superintendents who were currently
serving as superintendent of schools in southwestern Pennsylvania.
One of these superintendents was, by definition within this study,
successful.

One was unsuccessful, and one was newly-appointed.
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These three superintendents' were asked to read the questionnaire
from their position as superintendent to ensure that it was not
redundant, to determine if it were inclusive enough, and to ascer
tain whether they felt that anything needed to be added or eliminated
to strengthen the instrument.

The three superintendents were not

asked to answer the questionnaire themselves but only to critique it.
Two of the superintendents indicated that no changes were needed in
the questionnaire.

The third superintendent suggested that some

minor changes be made in the wording of the questionnaire to
increase clarity.

These minor changes were made without changing

the basic instrument significantly.
The questionnaire that was designed to survey board of
education members was also field-tested.

A local board of education

member who has been employed in an intermediate school district in
southwestern Pennsylvania for eight years read the questionnaire
and indicated that it was acceptable from his point of view as a
board member and that he would have no reservations about responding
to the questionnaire.

Dr. John 0. Andes, from West Virginia

University, who collaborated with Dr. James A. Martin to write the
previously mentioned supply and demand studies from which this
study originated, also read the questionnaire which was to be sent
to board of education members.

He felt that despite the sensitive

nature of some of the questions, board of education members would
respond because of a genuine interest in improving the success rate
of superintendents throughout the state.
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The questionnaires were specifically designed to elicit
basic perceptions about the superintendency in West Virginia from
those superintendents who achieved success and those who did not
achieve success.

Responses were also elicited from those board of

education members with whom these superintendents worked within the
last five years.
developed.

Two separate but related questionnaires were

One was specifically designed to gather perceptions from

superintendents about their particular superintendency.

The other

one was designed to gather perceptions from board of education members
about those superintendents with whom they had worked.
Several basic questions that requested information about age,
number of years in current position as a superintendent or a board
of education member, whether or not a formal method was used in the
.evaluation of the superintendent, and whether the superintendent or
the situation itself determined the success of any superintendent
were the same on both questionnaires.

The sex of the respondent, a

reply on the questionnaire to board of education members, was not
included on the questionnaire to superintendents since there has
never been a female superintendent in West Virginia.

Race of board

of education members was requested but not necessary from superinten
dents since there was only one superintendent in the state who was
not Caucasian,

The fact that one superintendent in West Virginia was

a Negro was a matter of public record.

Occupation of board of

education members was requested but was unnecessary for superinten
dents.

The superintendents were asked the number of years that they

had served in their present superintendency, and board of education
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members were asked the number of years that their current superinten
dent had served in his current position as superintendent.
Superintendents and boards of education members alike were
asked to give information about turnover rate of superintendents
within the last five years.

Board members were asked to answer the

specific question below about the causes of any superintendency
vacancies in their counties within the last five years.

If the board

of education currently had an opening for superintendent or had
changed superintendents within the last five years— 1974-1979, they
were asked to answer the following questions by checking the appro
priate years to the right beside the specific causes of vacancies
to the left.

Year in which new superintendent was hired
Causes of Vacancies
1974-75

1975-76

1976-77

1977-78

1978-7?

Former superintendent died
or retired

Former superintendent was dis
missed, forced to resign, or
failed to have his contract
renewed
Former superintendent resigned
to accept a better position
in a larger and better paying
county

Former superintendent took a
better position elsewhere
within the profession

Former superintendent resigned
for other reasons
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Superintendents were asked to complete the similar chart
below about themselves as superintendent of schools by placing a
check mark under the year during which any event to the left had
occurred.

Years
Have You

1974-75

1975-76

1976-77

1977-78 1978-79

Resigned your position as super
intendent to accept a better
position in a larger county?
Resigned your position as super
intendent to accept a position
in a better paying county?

Taken a position of higher
status elsewhere within
the profession?

Been in your present position
six or more years?

Had your present contract or
another one within the last five
years renewed one or more times?

Been forced to resign, been dis
missed or has your contract not
been renewed?

Left a superintendency within
the last five years for other
reasons?

Superintendents.and board of education members alike were
asked how many different contract renewals were awarded the present
superintendent.

A series of questions was asked superintents and

board members to determine their perceptions about success and lack of
success within the superintendency and what determined success or
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lack of it.

These questions were designed to gather narrative data

from the respondents rather than data that were tabulated numeri
cally.

Superintendents were given an opportunity to answer what

specific characteristics they felt that a superintendent had to have
in their counties to be successful.

Board of education members were

given the opportunity to respond to how they felt that the average
term in office of school superintendents in West Virginia could be
increased.
Necessary information to prove or disprove the initially
proposed hypotheses was gathered from tabulated questionnaire data.
The first hypothesis projected that there had been a significant
relationship between success as a superintendent and the ability
to communicate with the board of education, the staff, and the
community.

The necessary data to test this hypothesis were

collected when superintendents and board of education members alike
were asked to check an appropriate response— either critical,
important, or unimportant— beside the statements about communication
illustrated below.

They were then asked to rank in order the

statement in the last column on the right by listing the most
important areas of communication as number one and continuing through
all three statements.
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Communication
(Rank order these 1-3)

Critical

1.

Ability to communicate with
the board of education

2.

Ability to communicate with staff

3.

Ability to communicate with
community

Important

Not
Important Order

Hypothesis number two predicted that there had been a signi
ficant relationship between how the superintendent perceived and
responded to the organizational and educational goals of the board
of education when he initially took office and his success as super
intendent later in office.

Hypothesis number three predicted that

there had been a significant relationship between how the superinten
dent perceived and responded to the educational goals and expectations
that the community had for him and his success.

Hypothesis four

suggested that there had been a significant relationship between the
board's perceptions of its own role and its expectations and role
perceptions of the superintendent and his success.

Hypothesis number

five theorized that there had been a significant relationship between
the superintendent's perceptions of his own role as a superintendent
and his success.

The data to test these hypotheses were collected

from superintendents and board members when they were asked to check
appropriate responses as shown below.

They were to check critical,

important, or not important beside each statement about perceptions
of the superintendent.

They were then to rank order the statements
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on the left in the last column listing the important item as number
one and continuing through number four.

Perceptions of the Position
(Rank order these 1-4
1.

The way that the superintendent
perceives and responds to the
organizational goals of the board
of education when he initially
takes office

2.

The way that the superintendent
perceives and responds to the
educational goals and expecta
tions of the community

3.

The board of education's per
ceptions of its role, and its
expectations and role percep
tions of the superintendent

4.

The superintendent's perceptions
of his own role as superintendent

Critical Important

Not
Important Order

Hypothesis number six predicted that there had been no
significant relationship between age, experience in education and/or
highest degree held and actual success as a superintendent when com
pared with the above hypotheses.

The data to support this hypothesis

were collected from all respondents when they were asked as a more
specific representation of their perceptions about the success of
a superintendent to rank, order the categories below, listing the
most important area as number one and continuing through number
three.

On the original questionnaire, evaluation of superintendents

was included below as number four, but this information was tabu
lated later in this study.
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Rank Order

category

1.

Perceptions of the position

2.

Personal data

3.

Communication

All hypotheses were then tested at the .20 level of signifi
cance using the Chi-square test.

Narrative data and tables relative

to the hypotheses and the calculated Chi-square were then organized
to complete the study.

Summary .
The descriptive data for this study were taken from research
developed by Dr. James A. Martin and Dr. John 0. Andes at West
Virginia University in their supply and demand studies of public
school administrators in West Virginia.

Their first study which was

published in 1973 was updated and expanded in 1978.

Their research

illustrated the tremendous turnover within the top education admini
stration position in the state and indicated that current
superintendents were unaware of their vulnerability within their
positions.

The purpose of this study was to attempt to determine why

the turnover at the top was so high and to make these data available
throughout the state to those who were affected by the turnover.
All of the board of education members in West Virginia who
were serving in office on December 31, 1978 were surveyed by the
questionnaire.

All of the fifty-five current superintendents who

were serving in office in West Virginia counties were also surveyed

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

as were the thirty-five former superintendents who had served as
superintendent in West Virginia within the last five years— 19741979.

A response rate of 35.63 percent was received from board of

education members.

Current superintendents had a response rate of

70.90 percent, and 46.66 percent of the former superintendents
responded to the questionnaire.
All of the respondents were asked to answer questions that
specifically related to the causes of superintendency vacancies
within their counties within the last five years— 1974-1979.

The

necessary data to prove or disprove the initially proposed hypotheses
were also gathered from tabulated questionnaire data.

The hypotheses

data were then organized to allow for testing at the .20 level of
significance using the Chi-square test.
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FOOTNOTES

1James A. Martin and John 0. Andes, Supply and Demand of
Public School Administrators in West Virginia 1978-1980 (Morgantown:
Department of Education Administration, West Virginia University,

2Martin and Andes, p. 11.
^Martin and Andes, p. 23.
^Martin and Andes, p. 26.
^Martin and Andes, pp,. 29-31,
^Martin and Andes, p. 74.
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Chapter IV

FORMER SUPERINTENDENTS

Successful Superintendents
When the original questionnaires from this study were mailed,
the population of superintendents was divided for surveying purposes
into the categories of former superintendents and current superinten
dents. ' Of the total population of eighty-five men who had served as
superintendent in West Virginia during the years 1974-1979, thirty
were former superintendents who were not currently serving as
superintendent in West Virginia.
superintendents.

The remaining fifty-five were current

Of these thirty former superintendents surveyed,

fourteen— 46.66 percent— of the responses were received.
were suitable for tabulation.

Thirteen

Thirty-nine— 70.90 percent— of the

responses were received and tabulated from current superintendents.
These tabulated data included in Table 1 and entitled Superintendents
Surveyed indicated that of the total of eighty-five superintendents
surveyed, 62.35 percent responded.
For the major part of the remaining study, the responses that
were received from the total population of eighty-five superintendents
were divided into the categories of successful and unsuccessful based
on the initial definition of success and lack of it.

However,

before the categories of successful and unsuccessful were established,
some specific information given from former superintendents was seen
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as being important and was tabulated.

Of the thirteen former

superintendents who responded with answers that were suitable for
tabulation, eight were defined as having been successful, and five
were defined as having been unsuccessful.

Of these eight successful

former superintendents, four left the superintendency to assume the
position of Executive Director of RESA,

Increased salary was the

reason listed by these four superintendents as their major reason
for leaving the superintendency.

One former successful superinten

dent indicated that he had left the superintendency with a $15,300
retirement from West Virginia for a principalship outside West
Virginia which paid him an additional $22,500.

Both of these

incomes combined gave him an income much higher than did his former
superintendency.

This particular superintendent had been a super

intendent in West Virginia for sixteen successful years with
approximately ten contract renewals.

He indicated that he had had

a verbal agreement with his board of education that if at any time
he or the board were not satisfied, they could replace him, or he
could resign at the end of any given year.

He felt very positive

about his sixteen years as a superintendent in West Virginia.
One of these superintendents mentioned above who' had left
his successful superintendency after five years to accept a RESA
directorship for a higher salary indicated that he had never been
dismissed or forced to resign from any position.

His leaving the

superintendency or any other position was always by his own choice.
Another of these successful former superintendents who retired
from the superintendency after nine successful years accepted the
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directorship of PACE for $5,000 more than his superintendent's
salary.

He also indicated that he had never been forced to resign

nor had he ever had a board of education vote against his appoint
ment to any position.

Another of the former superintendents who

accepted a position as a RESA Director did so because of increased
salary, challenge of a new position, and the opportunity to relocate
in a county within which he had recently purchased property.

Two

other former successful superintendents, both with eleven years of
experience who had left the superintendency to accept a RESA
Directorship, gave no specific reasons for their position change
except that they felt that it was a position of higher status within
the profession.
Another successful superintendent with ten years service in
the superintendency had left his position because of his wife's
illness and because of philosophical differences with the board of
education.

One former superintendent who had accrued ten and one-

half years experience in the superintendency indicated that he left
his position as superintendent when he felt that he had accomplished
all that he would have been able to accomplish as superintendent
within that particular county.

He accepted a superintendency in a

school system out-of-state which afforded new challenge, increased
salary, and greater possibilities for improvement in the future.

His

salary increase the first year alone was $8,000 with an annual
increase contracted over his next four years in office.
Two of these eight former successful superintendents had
served in counties from which no board of education response was
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received.

However, there were responses from board of education mem

bers who had served with two of the successful superintendents who had
resigned the superintendency to become RESA Directors.

In these cases

both superintendents and board members who responded to the survey
agreed that the superintendents had resigned the superintendency to
accept better positions within the profession.
However, in one of these above situations, one of the board
members responded that since the superintendent did not communicate
well, jit had worked out for the best that he had accepted another
position outside the superintendency.

In the situation where the

superintendent resigned to accept the directorship of PACE, the res
ponses from the board of education members were congruent with the
superintendent's response that he had voluntarily taken a better
position within the profession.

In another of the situations where the

former superintendent had listed other reasons for his resignation
from the superintendency, one board of education member who responded
indicated that the superintendent had resigned under pressure from the
board of education.

Two other board members who responded about the

same superintendent did not mention any problems between the superin
tendent and the board of education.
In another similar situation where a past superintendent
listed other reasons for his resignation, two of the board of education
members who responded about this particular superintendent reported
that the superintendent had been forced to resign because of lack of
trust from the community.

Neither of the two former superintendents
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above who listed other reasons for their leaving the superintendency
gave any indication on their questionnaire responses that they had
resigned under pressure.

In one situation where a superintendent

appeared to have served ten successful years as a superintendent be
fore taking a much more lucrative superintendency out of state, two
board of education members who responded about that superintendent
gave no indication of any problems.

One responding board member,

however, mentioned a split among the board of education with one
faction having encouraged the resignation of the superintendent.
Table 2 entitled Reasons Given for Successful Superintendency
Vacancies gave a tabular representation of the reasons that former
successful superintendents gave for their leaving the superintendency.
It also showed for comparison the reasons that board of education
members who had served with the superintendents under discussion had
given for the superintendent’s leaving their positions.

Table 2 indi

cated that there were some conflicting responses given by superinten
dents and board of education members who responded with reasons for
vacancies within the superintendency position.
of education members made no comment.

In two instances board

In three instances, however,

what was defined as having voluntarily left the superintendency by the
former successful superintendent was defined as having been pressured
by the board to resign by the reporting board of education member.
These conflicting answers seemed to indicate a reluctance on the part
of former superintendents to discuss their lack of success as a
superintendent.

Despite the fact that, by definition in this study,

they were successful, they still did not allude to even the slightest
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Reasons Given for Successful Superintendency

Position of ■
Person Reporting
Reasons

Accepted Better Received Salary
Position Within Increase Outside
Profession
West Virginia

Former Successful
Superintendent

5

Board of Education
Member who Served
with Former Success
ful Superintendent

3

1

Received Pres
No
Personal anid
sure from Board Response
Professional
of Education
Given
Reasons
to Resign
2

Total

8

3

2

8

60
lack of success In any area of the superintendency.

At the same time,

however, some of their respective board of education members were
labeling these superintendents as unsuccessful.

Perhaps the problem

was the former superintendent's inability to perceive the situation
accurately, or perhaps it was his refusal to discuss his partial lack
of success.
Despite what appeared to be discrepancies among the above res
ponses from former successful superintendents and board of education
members who reported about these superintendents, there was generally
a great deal of congruency between the responses.

The real discrepan

cies appeared to be within the interpretations of board of education
members and superintendents as to the reasons for a superintendent's
leaving a particular superintendency.

What former superintendents

listed as other voluntary reasons for leaving the superintendency, some
board of education members saw either as encouragement to resign or as
reasons for failure to renew the superintendent's contract.

This lack

of congruency among answers from superintendents and board members
appeared to be the result of boards of education that were split in
their decision-making as boards and were therefore split in their
responses about particular superintendents and specific situations.
These apparent splits were more evident when as many as three or more
board members responded from the same county.
Regardless of the apparent conflicting interpretations from
former superintendents and board of education members who had worked
with these superintendents, information collected from the majority
of questionnaires indicated that the eight superintendents discussed
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above were, in fact, successful by definition within this particular
study.

Of these eight former successful superintendents, five

responded to the question of what really made a successful superin
tendent within their counties.

Answers ranged from "intestional

fortitude" to "being a member of the in-group."

All five indicated

that some degree of political skill was necessary for survival in
any superintendency.

Another superintendent saw a need for the

superintendent to protect himself from getting immersed in details
in order to be able to manage the entire school system.

Only two

respondents included such personal characteristics as having a
pleasing personality and being conscientious and diplomatic as
prerequisites for success as a superintendent.
Being able to provide effective leadership, make decisions,
and communicate well especially with board of education members was
another answer to what was required of a successful superintendent.
Another less positive response to this question was for a superin
tendent to be well-informed about school matters— especially
finance— and be able to get things done even if it meant "rocking
the boat."

Being knowledgeable and having good public relations

skills was another superintendent's answer to success.

Only one

former successful superintendent responded that an understanding of
curriculum activities was a necessity for success as a superintendent
and this same superintendent equated this necessary knowledge of
curriculum matters with a good sense of business judgement.

One of

these former successful superintendents went so far as to say that
in order to be truly successful as a superintendent that the person
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would have to be an educator last'— a rather pessimistic answer from
a man who at one time had been responsible for the education of all
of the students within his particular county.

Unsuccessful Superintendents
Of the thirteen respondents from the category of former
superintendents, five were classified as unsuccessful within the
original definition of success for this particular study.

This was

considerably less than the eight superintendents reported above who
were defined as having been successful superintendents.

One of these

five superintendents was reported as being unsuccessful by all
accounts from the superintendent himself and from the respective
board members who had responded from that county.

The superintendent

and board members alike reported that the superintendent's contract
had not been renewed.

This superintendent was very forthright in

discussing his dismissal.

He indicated that he had been dismissed

because he "would not operate under the guise of three board of
education members serving as superintendent of schools."

The one

board of education member who responded about him appeared to have
been one of these three whom the superintendent had mentioned.

This

board member described the superintendent as one who could not even
handle the normal, everyday problems that happened in a school system
of any size.

This particular superintendent, the responding board of

education member indicated, had a tendency to blame anything that
went wrong on someone else but at the same time "played up the right
things in his behalf."
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Another of these superintendents who was categorized as
having been unsuccessful indicated that he had left the superinten
dency for the opportunity to enhance his own net worth.

He gave no

indication in his questionnaire response that he had been dismissed
from office.

However, the board member that responded about this

particular superintendent indicated that he had been forced to
resign for personal reasons.

In a second situation where the

superintendent indicated that he had resigned for political reasons
and that his philosophy was different from the philosophy of the
board of education members, he gave no indication that he had been
forced to resign.

Three board of education members responded about

this same superintendent.

One indicated that the superintendent had,

in fact, resigned because he could just not work with the split
board of education which had renewed his contract.

This same board

member indicated that the superintendent under discussion had had
problems in getting a building bond passed.

One of the responding

board members from this particular county did' not refer to this
superintendent at all, and the third board member responded that the
superintendent had not been rehired although he did not specifically
discuss the circumstance.
In one situation where a superintendent had spent fifteen
years as a superintendent of schools and had left the superintendency
to become a RESA Director, he was nevertheless defined as being
unsuccessful because both he and his respective board of education
had discussed the fact that his contract as superintendent had not
been renewed.

The superintendent related that he had left the
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superintendency to become a RESA Director because of his desire to
return to "real educational service."

He felt that his contract as

a superintendent had not been renewed because of his refusal to "be
a yes man to local politicians and some board of education members."
His responding board of education members described the superinten
dent as having a lack of business ability in dealing with financial
affairs.
The last former unsuccessful superintendent who responded
after two years of service in the superintendency discussed dissatis
faction with the superintendency as his reason for resigning and
accepting a position as a high school principal.

He gave no indica

tion in his responses of conflict during his term in office as
superintendent.

The one board member who responded about this

particular superintendent reported that 'the superintendent had
resigned for other reasons but had he not resigned, he would have
been dismissed because of his incompetence.
Table 3 entitled Reasons Given for Unsuccessful Superin
tendency Vacancies delineated the reasons given by both former
unsuccessful superintendents and their respective board of education
members who responded to the question of why the superintendency was
vacated.

Again, as was true of the responses given by former

successful' superintendents and their respective board of education
members, interpretations of the reasons that superintendents have
failed to remain in office were quite different.

Two former

unsuccessful superintendents disclosed that they had not had their
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Reasons Given for Unsuccessful Superintendency Vacancies

Position of
Person Reporting
•Reasons
Former Unsuccessful
Superintendent
Board of Education
Member who Served
with Former Unsuc
cessful Superinten
dents

Accepted Better Received Salary
Position Within Increase Outside
Profession
West Virginia

Personal and
Professional
Reasons

2

Contract
was not
Renewed

Poli
tical
Reasons

Total

2

1

5

5

5

contracts renewed.

Three respondents gave personal, professional, or

political reasons for their leaving the superintendency.

They did

not, however, indicate, as did their respective board of education
members, that their contracts had not been renewed.
Regardless of the fact that reasons for dismissals, resigna
tions, and retirements were so varied depending upon who reported the
reasons, only two of the thirteen former superintendents responded to
the critical question, "What, if anything, could have been done to
prevent dismissal, nonrenewal of contract, or forced resignation if
it happened.to you as superintendent within the last five years?"
Both of these respondents were categorized as having been unsuccessful
superintendents.

One had fifteen years as a superintendent in West

Virginia and had left the superintendency to accept a position as a
RESA Director after having failed to have his contract renewed as
superintendent.

After having discussed his refusal to become a "yes

man" to local politicians and board members, he indicated that the
only way that he could have prevented his dismissal as a superinten
dent was to have recommended every person some board of education
member wanted on the payroll regardless of their qualifications.
The only other former superintendent who responded to the above
question was a superintendent with five years experience who felt
that he had been dismissed because he had not allowed three board
members to act as the superintendent of schools.

The only way to

have prevented his dismissal, this particular superintendent felt,
would have been for the board of education members to have accepted
their roles as policy-makers rather than school administrators.
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Since only two of the fourteen former superintendents who
responded to the questionnaires answered this critical question and
because some former superintendents failed to indicate that their
contracts were in danger of not being renewed had they remained in
office, it seemed that dismissal or nonrenewal of superintendents'
contracts were subj ects that former superintendents did not care to
discuss.

It appeared that no matter how critical this above question,

was in the attempt to discern answers to the problem of why superintendents have lacked success in office, former superintendents did not
respond to it because they were unwilling to disclose that they had
been unsuccessful as a superintendent in the first place.

They seemed

to be unwilling to discuss their failures to have contracts renewed or
their dismissals, regardless of the reasons for their lack of success
or their own ability to have controlled their destiny as superinten
dents.

Summary
Thirty of the total population of eighty men who had served as
superintendent in West Virginia during the years 1974-1979 were former
superintendents who were not serving as superintendent in West Virginia
at the time this survey was conducted.

Of these thirty former super

intendents who were surveyed, thirteen of the responses that were
received were suitable for tabulation.

Of these thirteen responses

received, eight superintendents were categorized as having been
successful, while five were categorized as having been unsuccessful.
Of the eight former superintendents who were defined as having
been successful, five reported that they had left the superintendency
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to accept a better position within the profession, one reported that
he had left West Virginia for a salary increase, and two had reported
leaving their position for personal and professional reasons.

Three

board of education members who had served with these former successful
superintendents reported that three of the same superintendents had,
in fact, left their position to accept a better position within their
profession.

Three replied that their superintendents had received

pressure from the board of education to resign, and two gave no
response.
The discrepancy among answers given by former successful
superintendents and their respective board of education members were
not unlike the discrepancies given by the five former unsuccessful
superintendents and their respective boards of education.

Of the

five former unsuccessful superintendents who responded, two indicated
that their contracts had not been renewed, while three listed either
personal, professional, or political reasons for their voluntarily
leaving their position.

Their respective board of education members

reported, however, that the contracts of the former unsuccessful
superintendents had not been renewed.
Reasons given for dismissals, resignations, and retirements
of former superintendents were so varied depending upon who had
reported the reasons that it was difficult to establish definite
reasons why superintendents failed to remain in office.

Perhaps the

reluctance on the part of the former superintendents to discuss their
lack of success was caused by their inability to accurately perceive
their situation.

Perhaps they perceived their lack of success and
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were unwilling to discuss it.

Because of the conflicting answers

given by former superintendents and their board of education members,
however, it was apparent that the low survival rate of superinten
dents was caused in many instances by superintendents being forced to
resign by their respective boards of education.
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Chapter V

ANALYSIS OF THE DATA

Population
The purpose of this research study was to determine specific
reasons for success and failure of superintendents of schools in West
Virginia by limiting the perceptions of the problem to the sources who
have controlled the problems— superintendents themselves and board of
education members.

The total population surveyed in this study

included the thirty former superintendents who were discussed at
length in Chapter IV, the fifty-five superintendents who were serving
as superintendents in the spring of 1979 when the survey was conducted,
and the 275 board of education members who were serving in office on
December 31, 1978.

since there was a total of eighty-five superin

tendents to survey when those who had died or retired in office
within the last five years were excluded and since there was a
total of 275 board of education members— five from each of the fiftyfive counties in the state, it was possible to sample 100 percent of
the population.
The response rate of 46.66 percent from former superintendents
was 13.66 percent above the desired thirty-three percent.

Current

superintendents had a response rate of 70.90 percent which was more
than double the established thirty-three percent response.

The

response rate of board of education members was by far the lowest with
35.63 percent who responded.

This percent was sufficient to meet the
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requirements mandated for a reliable study but only 2.63 percent over
the necessary thirty-three percent.

However, it was felt initially

that responses from board of education members would be the lowest
because of the length and detail of the questionnaires as well as the
sensitive nature of the questions.

It was also felt that since board

of education members were not themselves professional educators, they
would feel less of a professional responsibility to respond to such a
survey.
Nevertheless, with a total of ninety-eight board members who
responded to the questionnaire from fifty different counties, 90.90
percent of all West Virginia counties were represented by a response.
With the thirty-nine current superintendents who responded to the
survey from thirty-nine different counties, the total response rate
of current superintendents by county was 70.90 percent.

When the

thirty-nine responses from current superintendents were combined with
the ninety-eight responses from board of education members, there
remained only two counties in the entire state from which no response
was received.

This combined total of responses from current superin

tendents and board of education members gave a total response rate by
county of 96.36 percent.

Table 1 on page 40 of this text included a

breakdown of all the above mentioned percentages.
For tabulation purposes the above responses from the former
superintendents and current superintendents were categorized for the
remainder of this study into twenty-three successful superintendents
and twenty-nine unsuccessful superintendents for a total of fifty-two
superintendents.

These categorizations of twenty-three successful

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

and twenty-nine unsuccessful superintendents were established by the
original definitions of successful and unsuccessful superintendents.
This number included the responses from superintendents who were
serving in office when this study was conducted as well as all of the
responses that were received from former superintendents who had served
in West Virginia during the past five years— 1974-1979.

The ninety-

five responses that were tabulated from board of education members were
then divided into thirty-four responses from board of education members
from counties with successful superintendents and sixty-one responses
from board of education members from counties with unsuccessful super
intendents.

These categories were established based on the original

definitions in this study of board of education members from counties
with successful and unsuccessful superintendents.

Table 1 entitled

Superintendents and Board of Education Members Surveyed illustrated
the data that was discussed above.
The responses given within each of the four categories mentioned
above were further categorized by the sex and age of each respondent.
Table 2 entitled Sex of Respondents indicated that males have dominated
the superintendency by 100 percent within the last five years.

Males

have also dominated the elected positions of boards of education within
the state.

Twenty-eight of the thirty-four board of education members

who responded from counties with successful superintendents, or 82.35
percent, were male.

Fifty of the sixty-one board of education members

who responded from counties with unsuccessful superintendents, or 81.97
percent, were male.

This made the total percentage of male board of

education members 82.11 while the percentage for female board members
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was only 17.89.
Not only have males dominated both the top appointed and
elected positions in education in West Virginia within the last five
years, but they have also been white males.

Of the total of fifty-five

current superintendents in West Virginia, only one was a Negro.

Of the

ninety-five board of education members who responded to the survey,
only one was Negro.

All of the remaining current superintendents were

Caucasian, and all of the remaining board pf education members who
responded were Caucasian.
An examination of the age of the respondents showed several
patterns also.

Successful superintendents within the last five years

were mostly within the two age groups of 40-49 and 50-59.

Of the

twenty-four successful respondents, twelve were between the ages of
40-49, and six were between the ages of 50-59.
forty years of age, and one was over sixty-five.
successful superintendents was 49.3.

Only two were under
The mean age for

Of those twenty-eight unsuccess

ful superintendents who responded, the age patterns were somewhat
different.

Fifteen were between 40-49, six were between 50-59, eight

were under forty, and none were over fifty-one.
unsuccessful superintendents was 44.3.

The mean age for

Unsuccessful superintendents

then were younger than those superintendents who were defined as being
successful.
That unsuccessful superintendents were younger than those super
intendents who were defined as being successful does not necessarily
imply in this study that youth itself was a cause of defeat.

The very
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Superintendents and Board of Education Members Surveyed

Position Held
by
Respondents

Number
in
State

Percent Sample
is of
Population

Appropriate
Responses
Received

Successful Superintendents

100

23

Unsuccessful Superintendents

100

29

100

52

Board of Education Members
from Counties with
Successful Superintendents

100

34

Board of Education Members
from Counties with
Unsuccessful Superintendents

100

61

100

95

Total Superintendents

Total Board of
Education Members

85 '

275

Percent
of
Returns

61.17

34.54
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Sex of Respondents

Position Held
by
Respondents

Percent

Sex
Male

Female

Male

Female

Total
Number
Responding

Successful Superintendents

23

0

100

0

23

Unsuccessful Superintendents

29

0

100

0

29

Total Superintendents

52

0

100

0

52

Board of Education Members
from Counties with
Successful Superintendents

28

6

82.35

17.65

34

Board of Education Members
from Counties with
Unsuccessful Superintendents

50

11

81.97

18.03

61

Total Board of
Education Members

78

17

82.11

17.89

95

definition of a successful superintendent as one who has served as a
superintendent of schools for six or more consecutive years dictated
in most situations that a successful superintendent would he older.
The difference in 49.3 years which was the mean age for successful
superintendents and 44.3 years which was the mean age for unsuccessful
superintendents was only five years.

This five years is less than the

six years that the definition of a successful superintendent required
for success of any superintendent.

These ages also reflected the ages

of former superintendents when the survey was conducted rather than
their age when they were serving as superintendents of schools.

This

consideration would have varied the age of superintendents upward from
one to five years in thirteen instances.
When the Chi-square test was calculated on the age of superin
tendents, there was a significant relationship between the age of
successful superintendents and age of unsuccessful superintendents.
With two degrees of freedom significance was determined at the .20
level.

However, since the definition of a successful superintendent

in this study was based on age, the statistical data were not high
enough to show significance in age difference had the definition
not stipulated six years in office as a criterion of success.
Table 3 entitled Statistical Data on Age of Superintendents delinea
ted these data.
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Table 3

Statistical Data on Age of Superintendents

Position Held
by
Respondents

Under 40

40 to 49

50 and Over

Totals

fo

fe

fo

fe

fo

fe

Successful
Superintendents

2

4.4

12

11.9

9

6.6

23

Unsuccessful
Superintendents

8

5.6

15

15.1

6

8.4

29

Totals

10

27

52

15

X2 <= 3.22 (critical)
df = 2

3.89* (calculated)

♦Significant at the .20 level.

More information about the age of the superintendents who res
ponded was shown in Table 4 entitled Age of Respondents by Number.
table was located on the following page.

This

Also shown in this table were

similar age data for board of education members.

Of the thirty-four

board members from counties with successful superintendents who
responded, the majority were between the ages of 40-59.
40-49, and two were aged 50-59,

Ten were aged

The 60-65 age range included the next

greatest number of board members with seven who responded there.
five BMSS were under forty, and only one was over sixty-six.
age for BMSS was 51.0,

Only

The mean

Board members from counties with unsuccessful

superintendents also indicated the majority of ages between 40-59.
Twenty were between 40-49, and fourteen were between 50-59.
were under forty.

Five were between 60-65.

Fifteen

Four were between 66-70,
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Table 4

Age of Respondents by Number

.Position Held
by
Respondents

Under
30
31-39

40-49

50-59

60-65

66-70

2

1

Successful Superintendents

2

12

6

Unsuccessful Superintendents

8

15

6

10

17

12

2

1

5

10

10

7

1

Board of Education Members
from Counties with
Unsuccessful Superintendents

15

20

14

5

4

Total Board of
Education Members

20

30

24

12

5

Total Superintendents

Board of Education Members
from Counties with
Successful Superintendents

Over
70

No
Response

Total

Mean

23

49.3

29

44.3

52

46.5

1

34

51.0

1

2

61

48.4

1

3

95

49.3
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and one was over seventy.

The mean age for BMUS was 49.3.

The ages

of board of education members showed no significant statistics,
however, between BMSS and BMUS.
Despite the fact that no statistical significance was noted be
tween the ages of BMSS and BMUS, percentages indicated that in counties
with unsuccessful superintendents, board of education members were
considerably younger.

It was possible that in some counties younger

persons running for positions on boards of education did so with the
intention of removing the superintendent from office.

One disil

lusioned, short-lived superintendent indicated that a deal had been
made between two newly-elected board members before they took office.
Their primary purpose for running for board of education was to
dismiss the current superintendent and thereby provide a superinten
dency for their own man.
only six months.

The reporting superintendent was in office

He was employed to complete the term of a superin

tendent who resigned mid-year, but he never was offered a full-year
contract when his half-year term ended.

The accused board members

were then successful in electing their man to the superintendency.
Other superintendents alluded to the possibility that board members,
especially younger ones, ran for office with the sole purpose of
getting their own man elected as superintendent.

No other responses,

however, were as clamorous as the one just described.

Suggestions

were made both by superintendents and other board members who reported
that older board members with more years in office were a more stable
influence on the school system.

Age percentages indicated more

vividly that successful superintendents served with older board of
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education members.
Table 5 entitled Age of Respondents by Percentage arranged
superintendents and board members into the categories of under fifty
years old and over fifty years old.

These ages were depicted because

of the observable significance of their categories.

Of the total of

twenty-three successful superintendents who responded, 60.87 percent
of them were under age fifty while 39.13 percent of them were over
age fifty.

Unsuccessful superintendents, as was indicated earlier,

were younger.

With twenty-nine unsuccessful superintendents who

responded, 79.31 percent were under age fifty, and 20,69 percent were
over age fifty.

For BMSS 45.45 percent were under fifty years old,

and 54.55 percent were over age fifty.
responded, one did not give his age.

Of the thirty-four BMSS who
For BMUS who responded, 59.32

percent were under age fifty, and 40.68 percent were over fifty.
of the sixty-one BMUS did not give their ages.

Two

These percentages more

distinctly illustrated that younger superintendents were less success
ful and that less successful superintendents have younger boards of
education.
Although they do not mention younger board of education members
in particular, Ziegler, Jennings, and Peak in their Governing American
Schools indicated that aspirants to the board of education in general
have often been identified according to whether or not they approve of
the current administration of the school district.*

In West Virginia

it came to light that younger board of education members were more
likely to be identified by their approval or disapproval of the current
administration than older board members were.
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Age of Respondents by Percentage

Position Held .
by
Respondents

Percent
Under
Age 50

Percent
Over
Age 50

No
Response

Total
Responses

Successful Superintendents

60.87

39.13

23

Unsuccessful Superintendents

79.31

20.69

29

Total Superintendents

71.15

28.85

52

Board of Education Members
from Counties with
Successful Superintendents

45.45

54.55

1

34

Board of Education Members
from Counties with
Unsuccessful Superintendents

59.32

40.68

2

61

Total Board of
Education Members

54.35

45.65

3

95

82
Tabic 6 entitled Occupation of Board of Education Members gave
more personal information about board of education members in West
Virginia which helped to clarify some of the possible causes of the
short terms in office of superintendents.

Of the thirty-four board of

education members who responded from counties who had successful super
intendents, the largest number within any one profession was business
with ten members.

Three members were skilled tradesmen.

their profession as educational in nature.
business.
field.

Two listed

Two were in the insurance

Two were salesmen, and two were in some type of medical

Three were housewives, and two indicated that they held manage

ment positions.

Four board members who responded were retired.

responses from BMUS were almost as varied.
again, however, with eight respondents.
seven respondents.
reported.

Management listed next with

The medical profession was next with six doctors who

There were six housewives who responded and five laborers.

Four were salesmen.
craftsmen.
accountants.
insurance.

The

Businessmen topped the list

There were three engineers and three skilled

Two were in some type of public education, and two were
Two were in agriculture as a profession, and one was in
Six BMUS were retired.

The total of respondents from both

successful and unsuccessful counties who were in a business-related
profession was eighteen with nine others in positions of management.
These categories of business and management included the most respon
dents.
Because of the overwhelming number of board members with
occupations in business related fields and the professions, Table 7
entitled Board of Education Members by Occupational Categories was
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Table 7

Board of Education Members by Occupational Categories

Position Held
by
Respondents

Business
Related

Professional

Skilled
Trade

Unskilled
Trade

Other

Totals

Board of Education Members
from Counties with
Successful Superintendents

16

2

5

4

7

34

Board of Education Members
from Counties with
Unsuccessful Superintendents

22 .

10

5

13

11

61

38

12

10

17

18

95

Total Board of Education
Members

included.

Information outlined in this table indicated that board of

education members have generally been chosen from the upper-middle
socioeconomic classes.

When this information was combined with data

reported previously about the sex and race of board of education
members, it revealed that the majority of board of education members
who have been serving on West Virginia boards of education were white
males from the upper-middle socioeconomic class.

When compared with

board of education members nationwide, West Virginia's board members
have mirrored the nation.

Ziegler, Jennings, and Peak have studied

board of education members nationwide, and their reporting in Governing
American Schools has pointed out that board members across the country
generally have more often been male, white, middle-aged, much better
educated, and more prestigiously employed.

They went on to point out

that when board members have been compared with the general public,
that they have had these above qualities which traditionally have been
more upheld, valued, and esteemed in American society.

However, as

their statistics also indicated, the numbers of board members with
business and professional careers were disproportionate to the careers
of the public in general.2
Again, the West Virginia statistics modeled the statistics for
the nation.

The majority of board members in West Virginia have been

male, white, middle-aged, and more prestigiously employed.

These

statistics, however, have not been true for the state population as
a whole.

Census data for West Virginia from 1970 indicated that

wholesale and retail trade, manufacturing durable and nondurable goods,
and professional and related services have the greatest percentages of
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employment in the state.

Business related careers were low when

compared with careers in skilled and unskilled trade.3
In West Virginia specifically then, the number of board of
education members who were engaged in a business related profession
were disproportionately related to the number of people in the state
and the nation who were engaged in business related professions.

More

businessmen have been running for and being elected to boards of educa
tion across the state.

Based on these career responses, it was not

surprising to find that at least twenty-five board of education members
responded at least one time somewhere within their narrative data that
superintendents were lacking in business and management skills.
One board of education member from a successful county
suggested that in addition to certification as an educator and super
intendent that superintendents also needed to have a companion degree
in business.

His justification for this recommendation was that the

main responsibility of a school superintendent was to run a big business
venture.

Another board member who responded from an unsuccessful

county indicated that superintendents should be trained first and
primarily as managers rather than educators.

The education part of

the school system, he indicated, should be handled by other members of
the central office staff, not the superintendent.

Perhaps responses

such as these gave indications as to where some of the problems began
for unsuccessful superintendents.
Businessmen have consistently been elected to board of educa
tion offices across the state.

To their elected offices they have

brought their ideas about how to run the county school systems as if
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they were big businesses.

Superintendents have been trained, certi

fied, and appointed to superintendencies across the state completely
unaware in many situations that the expectations of board of education
members included in most instances a thorough background, knowledge,
and understanding of how to be businessmen.

Training then for super

intendents seemed to be incomplete based on the perceived expectations
of board of education members.

More business management techniques

must be included in the certification requirements for the West
Virginia school superintendent.

More emphasis must be given to

business management in graduate level classes that train superinten
dents, and more statewide continuing education related to business
management must be made available to superintendents by their
professional organizations.

The superintendent in West Virginia must

become a more efficient and effective businessman in order to survive
in the superintendency for greater periods of time.

Employment Data
Since survival in the superintendency in West Virginia was one
of the major problems that this study addressed, Table 8 entitled
Causes of Vacancies in the Superintendency Within the Last Five Years
as Reported by Board of Education Members divided and listed under six
different categories the causes for any vacancies in the superintendency
position within the last five years.

Twenty-six of the thirty-four

BMSS responded that no vacancy had existed in the superintendency
within their county during the past five years.

Two former superin

tendents had left their positions to accept superintendencies in larger
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or better paying districts.

One had taken a better position else

where the profession, and one had retired in office.

Of the thirty-

four responses from.BMSS, only three indicated that the former super
intendent had been dismissed or forced to resign.
Of the sixty-one board of education members who responded from
counties with unsuccessful superintendents, nine answers were vague
and indicated only that their superintendent had resigned for other
reasons not specifically mentioned.

Nine indicated that their former

superintendent had resigned to accept a position in a larger or better
paying county.

Sixteen had retired from office.

Fourteen responded

that a superintendent had been dismissed or failed to have his contract
renewed.

Ten of the board members indicated that their county had had

more than one turnover within the last five years.

It should be noted,

however, that since each county has five board of education members,
some of these board members were reporting about the same former
superintendent.

The thirty-four and sixty-one responses did not

indicate single responses from that many different counties.
The information given by board of education members about
their superintendency vacancies within the last five years indicated
an extremely high turnover rate within the profession.

The number of

superintendents from unsuccessful counties who were forced to resign
or retired in office was also high.

It would also appear, based on

the responses reported in Chapter IV about former superintendents, that
at least some of the former superintendents who were listed by board
members as having resigned for other reasons were forced to resign.
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The six different categories that were listed in Table 8
revealed responses that were somewhat diverse from the answers that
were expected from the respondents.

Three board of education members

from counties with successful superintendents indicated that their
former superintendent had been forced to resign or had failed to have
his contract renewed.

Nine board of education members from counties

with unsuccessful superintendents reported that their former superin
tendent had resigned to accept a position in a larger or better paying
county.

These dissenting responses may have come from board members

who were elected to office after the former superintendent was no longer
in office.

If this were the situation, perhaps their understanding or

interpretation of the situation was incomplete or vague.

The three

board members from counties with successful superintendents who res
ponded that the superintendent had been dismissed may have been members
of an unfriendly faction within a split board of education.

The nine

board of education members from counties with unsuccessful superin
tendents who responded that the superintendent had' resigned to accept
a position in a larger or better paying county gave no indication that
the former superintendent was unsuccessful.

Perhaps these respondents

were part of a friendly faction within a split board of education.
Perhaps they were not serving on the board of education at the time the
former superintendent under discussion was in office.

Whatever the

reasons for the disparity in responses from board of education members
about the success or lack of success of former superintendents, the
replies alluded to divergent opinions from board members based on their
own particular associations with the superintendents under discussion.
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Table 9 entitled Employment Data for Last Five Years as
Reported by Superintendents gave a more accurate representation of
the actual employment data about superintendents during the past five
years because each response that was given by a superintendent repre
sented a single county.

Twelve of the twenty-three successful

superintendents who reported had six or more years in their current
position.

Nine had left a superintendency to accept a better superin

tendency or a position of higher status elsewhere within the profession.
Two had left the superintendency for other reasons, and none had been
forced to resign or had been dismissed.
Three of the unsuccessful superintendents had left a superin
tendency within the last five years for unspecified reasons, and three
had been forced to resign or had failed to have their contracts renewed.
Seven of twenty-nine unsuccessful superintendents were in their first
superintendency and had had no contract renewals to date.

Based on the

definition of a successful superintendent in this study, all superinten
dents who had served in the same superintendency for less than six years
were categorized as being unsuccessful.

This categorization of unsuc

cessful for new superintendents was somewhat misleading, however, since
in many instances superintendents with short terms in office had not
yet had time enough to prove themselves successful or unsuccessful.
Fifteen had had at least one contract renewal but had total service of
less than six years in any superintendency.

Superintendents from

unsuccessful counties were young not only in years of age as was
indicated previously but young also in experience in the superintendency
as Table 9 indicated.
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Experience of Superintendents
in Present Position
Table 9 also illustrated data that confirmed what Martin and
Andes had indicated in their Supply and Demand of Public School Admini
strators in West Virginia 1978-1980 that the most startling information
determined in their entire study was the tenure in office of school
superintendents.^

Table 10 entitled Number of Years as Superintendent

in West Virginia showed this same brevity of term in office of super
intendents.

Of the fifty-two former and current superintendents who

responded in this study, well over half had less than six years exper
ience as a superintendent in West Virginia.

By definition, successful

superintendents had the greater amount of experience.
While the information shown in Table 10 reported the total
number of years that a superintendent had had in West Virginia as a
superintendent, Table 11 entitled Number of Years as Current Superin
tendent in West Virginia indicated only the number of years service of
those superintendents who were serving in office at the time of this
survey.

Of the current successful superintendents, two had six years

of experience, seven had from 7-10 years service, and only one had more
than ten years of service.

Five had served four or fewer years in their

current position but were still defined as having been successful
because of their former experience.

Of the current superintendents who

were defined as having been unsuccessful at this point in their super
intendency, all twenty-four held less than five years experience, and
one of those had had less than one year in the superintendency.
Superintendents were, as mentioned earlier, an inexperienced group.
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Table 10

1

Current Successful
Superintendents

Current Unsuccessful
Superintendents

24

39

Position Held
by
Respondents

1 Year

3

Less Than

1 Year

1
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3 Years
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4 Years
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1
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Despite the fact that the definition of a successful superin
tendent in this study skewed the data somewhat, the data included in
Table 11 on page 95 were extremely critical.

When the Chi-square test

was performed on the data, it showed significance at the .20 level with
one degree of freedom.

Four current successful superintendents had

three or less years of experience, while eleven had four or more years
of experience.

In contrast, fifteen of the current unsuccessful super

intendents had three or less years of experience, while only nine had
had four or more years of experience.
Table 12

Statistical Data on Number of Years as Current
Superintendent in West Virginia
Years
Position Held
by
•Respondents
Current Successful
Superintendents

Current Unsuccessful
Superintendents
Totals

3 or less

4 or more

Totals

fo

fe

fo

fe

4

7.3

11

7.7

15

15

11.7

9

12.3

24

19

X2 = 1.64 (critical)
df * 1

20

39

3.40* (calculated

♦Significant at the .20 level.
In addition to their experience by years in their current super
intendency, responding superintendents were also asked to indicate the
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number of contract renewals they had received in their current
position.

Despite the fact that the state law in West Virginia has

allowed contractual periods to extend from one year to the maximum
of four years before their initial service or prior to renewals,
Table 13 entitled Number of Contract Renewals of Current Superinten
dents indicated that superintendents in West Virginia who have managed
to survive as many as four years have not been awarded four-year
contracts.5

The superintendent in the state who had the most

experience as a current superintendent had received eight contract
renewals which indicated that with his 16-20 years of experience, his
contracts had not been four-year ones.

The response from board of

education members to this question about their superintendents was
somewhat skewed because in some situations as many as four board
members were responding about the same superintendent.

However, a

total of seven current superintendents, as was reported by board
members, were serving in their first contract, and fifteen had had
only one contract renewal.
When the Chi-square test was conducted on the number of
contract renewals that were awarded a successful or unsuccessful
superintendent, no significance at the ,20 level was established.
Eleven current successful superintendents had had three or less
contract renewals, while twenty-two unsuccessful superintendents
had had three or less contract renewals.

Four current successful

superintendents had had four or more contract renewals, while only
two current unsuccessful superintendents had had four or more contract
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Table 13

Number of Contract Renewals of Current Superintendents

Position Held
by
Respondents

Renewals
Contract

1

2

3

4

5

1

2

6

Current Successful
Superintendents

1

5

2

3

Current Unsuccessful
Superintendents

6

10

5

1

Total Superintendents
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7

4

1

4

4
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8
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2

1
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7

8
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Than
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No
Response

Total
15

1

24

2

39

1

Board of Education
Members from Counties
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Superintendents

1’

16

29

9

2

1

1

Total Board of
Education Members

1

20

41

17

5

3

2

1

1

3

34

2

61

.5

95

renewals.

This information was reported in Table 14 entitled Statisti

cal Data on Number of Contract Renewals of Current Superintendents as
Reported by Superintendents.

Table 14

Statistical Data on Number of Contract Renewals of Current
Superintendents as Reported by Superintendents

Number of Renewals
Position Held
by
•Respondents

3 or less

4 or more
Totals

fo

fe

fo

fe

Current Successful
Superintendents

11

12.7

4

2.3

15

Current Unsuccessful
Superintendents

22

20.3

2

3.7

24

33

Totals
X2 = 1.64 (critical!
df n 1

6

39

1,20 (calculated)

. When the Chi-square test was conducted on the number of con
tract renewals that were awarded a successful or unsuccessful superin
tendent, as reported by board of education members, a significance was
established at the .20 level with one degree of freedom between the
responses of BMSS and BMUS.

The BMSS reported twenty-four responses

under the category of three or less contract renewals for superinten
dents and only seven responses under the category of four or more
contract renewals.

The BMUS reported fifty-five responses under the
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category of three or less contract renewals for superintendents, while
only four responses were reported under the category of four or more
contract renewals.

This information was reported in Table 15 entitled

Statistical Data on Number of Contract Renewals of Current Superinten
dents as Reported by Board of Education Members.

Table 15

Statistical Data on Number of Contract Renewals of Current
Superintendents as Reported by Board of Education Members

Number of Renewals
Position Held
by
Respondents

3 or less

4 or more
Totals

fo

fe

fo

fe

Board of Education Members
from Counties with
Successful Superintendents

24

27.2

7

3.8

31

Board of Education Members
from Counties with
Unsuccessful Superintendents

55

51.8

4

7.2

59

Totals

79

X2 = 1.64 (critical)
df '= 1

11

90

3.34* (calculated)

♦Significant at the .20 level.

The great number of contracts that were awarded superintendents
for fewer than four years in length may have indicated the hesitancy of
a superintendent to seek or accept long-term contracts because of
salary.

Contracts for superintendents in West Virginia specified a

salary that remained fixed throughout the duration of that contractual
period.6

With the cost of living increasing as it has in the past few

years, superintendents may have hesitated to accept multi-year contracts
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at the expense of no salary increase during the entire contract.
These contracts awarded superintendents for fewer than four
years in length may also have indicated the hesitation of a board
of education to commit itself to one superintendent for as many as
four years in one contract for fear he would not be successful.
Or, perhaps, board of education members were also concerned about
salaries of their superintendents and wanted to keep contracts
short term in order that frequent salary increases could be awarded
their superintendents.

Based on answers that were given by board

of education members to the question of how' the average term in
office of school superintendents in West Virginia could be increased,
it appeared that at least some board of education members were not
hesitant to award longer contracts nor to, as the superintendent might
have feared, increase salaries.

At least six different board members

who were surveyed indicated that superintendents should receive higher
salaries and increased terms in office.

Three more board members who

did not mention salary increases indicated that terms in office of
superintendents should be increased.
One board member respondent went so far as to indicate that
the legislature should mandate at least a three-year term for super
intendents.

Two different board of education members felt that with

inflation as rampant as it was, that the law should have allowed
for salary increases for superintendents during the years fixed within
their specific contracts.

This allowance for pay raises within a

specific contract, they felt, would have encouraged more lengthy
contracts.

One board of education member felt that if a board of
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education would only pay a superintendent what he was worth personally
rather than what the position itself was worth, then problems of term
in office, contract renewals, and salary would all be lessened.
Not only were lengthy contract renewals not being awarded or
perhaps not being sought by superintendents in West Virginia where
terms in office generally have been short, but also most of the
experience that superintendents have as superintendents has been
accumulated within the same county in West Virginia.

Of the fifty-two

superintendents who responded to the survey, only four men had served
as superintendent in more than one county in West Virginia.

These

were four successful superintendents who had begun their careers as
superintendent in one county within the state before moving to a
larger or better paying county where they currently were serving.
This data indicated that successful superintendents with long service
in office as superintendent have usually had all of this experience as
a superintendent in one county.

Superintendents who have been unsuc

cessful in one county generally have not moved into another superin
tendency elsewhere within the state.

Only these four successful

superintendents mentioned above with service as superintendents in two
counties had had success in upward mobility within the superintendency.
Although five successful superintendents had left the super
intendency and accepted positions as RESA Directors and some had taken
lucrative positions out of the state, many appeared to have disappeared
professionally.

Many had retired.

Some had taken other central office

positions, and some had taken principalships or had gone back into
classrooms.

Some had left education as a profession.

Data collected
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from this study have indicated that terms in office of superintendents
were short.

When a superintendent was dismissed, encouraged to leave,

resigned under pressure, or just became disillusioned and quit as some
superintendents appeared to have done, the professional attitudes of
these men have not been particularly positive— attitudes that statis
tics appear to lend credence to.

After the superintendency, there

were few appropriate and professionally acceptable places for a former
superintendent to go.

Experience of Board Members
in Present Position
Board of education members have shown patterns similar to
those of superintendents in the number of years they have spent as
members of boards of education.

This information which illustrated

years in office of board members was included as Table 16 entitled
Number of Years as Board Member in West Virginia.

Nearly two-thirds the

total of ninety-five board members who responded in this survey had
served in office less than six years.

These totals were extremely

startling because in West Virginia, board of education members were
elected initially for six-year terms.

This startling data indicated

that only slightly more than one-third of all board of education
members who responded were serving in their second elected term in
office.

The category with the largest amount of response from board

of education members was 7-10 years experience with nineteen board
members who responded.

The four-year category was next with a total

of eighteen board members who responded,

A total of eight members

responded to having 11-16 years of experience, and five indicated
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more than sixteen years experience.

Only thirteen board of education

members out of the ninety-five who responded possibly could have
served two complete six-year terms in office.
Board of education members from unsuccessful counties had
responses at every experience level.

Board of education members with

successful superintendents had 58.82 percent of their responding
members who had served over six years in office, while 41.18 percent
had served less than six years in office.

Board of education members

with unsuccessful superintendents had 36.07 percent of their responding
members who had served over six years in office, while 63.93 percent
had served less than six years in office.

Once again, the data have

indicated that board of education members with longer terms in office
have contributed to more stability within the counties by keeping
superintendents in office for longer terms.

When board of education

members have had short terms in office, superintendents likewide have
served short terms.

Statewide, there has been no stability at the top

with either the policy-making board of education or the administering
superintendents.

To strengthen the superintendency position by

increasing the term in office of superintendents apparently meant
increasing the terms of board of education members.

The definitions

of successful and unsuccessful board of education members were based on
the length of service and amount of success of their superintendents
only and had nothing to do with their own success or term in office.
Despite this fact, board of education members have shown service
records in office that were short and very similar to those of
superintendents.
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Data previously reported indicated that board of education
members had short terms in office.

Table 17 entitled Number of Years

Board of Education President Served in That Capacity indicated further
that board of education presidents who responded had served for short
periods of time in that office.

Of the thirty-four board of education

members who responded from counties with successful superintendents,
fourteen were serving as board of education president.

Of the sixty-

one board of education members who responded from counties with
unsuccessful superintendents, twenty-two were serving as board
president,

A total of thirty-six board presidents responded which was

37.89 percent of all respondents.

Since one of every five elected

board members in each county was a board president, an expected
response rate would have been one-fifth of. the total or approximately
twenty percent.

Perhaps board presidents felt more of a professional

responsibility to respond to the survey.

Perhaps they were more

visibly aware of the possibility of the endangered power position of
the superintendency in West Virginia.

Perhaps they saw their own

positions as board president as untenable as those of the superinten
dents .
Table 17 also indicated that of the board presidents who
responded from successful counties, none had served as president for
longer than five years.

Of the board presidents who responded from

unsuccessful counties, only one had served for as many as six years.
Five board presidents were in their first year as board president.
Six board of education presidents had served only one year in
office.

Of the total of board members, twenty-three of thirty-six
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board members who responded had served two years or less.

These

vacancies were somewhat irregular in that board presidents were
elected to two-year terms in office.

Despite the fact that board

of education presidents were elected to two-year terms in office,
a majority of board presidents did not serve out their elected
terms in office.

Eighteen of the total of thirty-six board members

who responded appeared to have taken over the position of board
president from someone else.

Even board presidents have not

survived to serve out their elected two-year terms as president.
Again, lack of stability at the top has surfaced.

This infor

mation was extremely significant in that it called attention again to
the fact that not only were the terms in office of superintendents and
board members short, but also the terms that board presidents served
in that office were short.

Again, nowhere within the policy-making

body nor in the top administrative position in public school educa
tion in West Virginia was there any real stability as measured by time
spent in office.

Determinants of Successful
Superintendents
Since the numerical data that were previously reported in this
study have confirmed that there has been little stability within the
position of superintendent in West Virginia within the last five years
as measured by number of years superintendents have spent in office
and by the number of years board members have spent in office, the
narrative data were analyzed from the questionnaire responses from
superintendents and board members in an attempt to ascertain what, if
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anything, could have been done to increase the success of superinten
dents.

Respondents were asked to indicate whether they felt a

superintendent's success was determined largely by the man himself or
by his particular situation within the county.

Table 18 entitled The

Situation or the Man Largely Determined the Success of a Superintendent
showed the tabulation of these responses.

Of the twenty-three

successful superintendents who responded to this question, seven felt
that the man himself determined his own success, while only one felt
that the situation determined success or lack of it.

Twenty-nine

unsuccessful superintendents responded to this particular question.
Four of these men felt that the situation itself determined the success
of a superintendent. . Six felt that the man controlled his own success.
The responses that were given to this question by board of
education members were somewhat different than those given by superin
tendents,

Thirty-four board members responded to this question from

successful counties.

Four of these respondents felt that the situation

in the county determined the success of a superintendent, while
thirteen felt that the man himself solely determined his own success
or lack of it.

Although sixty-one unsuccessful board members responded

to this question, only two of these indicated that the situation in a
particular county determined the success of a superintendent.
felt that the man himself controlled his own destiny.

Sixteen

The percentages

of board members who felt that a man was responsible for his own
success as a superintendent was about five percent higher than percent
age figures for superintendents who responded.

Four superintendents

and three board of education members indicated that they did not know
the answer to this question.
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The responses given by superintendents and board members alike
to the question of what makes a superintendent successful, the man or
the situation, were inconsistent with the literature generally com
piled about situational oriented success of superintendents.

In the

1973 meeting of the National Association of School Boards, most of the
complaints by board of education members about superintendents were
that the strengths of their superintendents were not the particular
strengths that were needed by the superintendents in their district.7
In many situations these board members felt that their particular
superintendent had great potential in some specific areas and that he
could have been quite successful in a different district that had had
different expectations for a superintendent.

They very definitely

implied that success of a school superintendent was situationally
based.
In an informal study conducted in 1965 on superintendents
who were dismissed, Frederick Moffitt reported that the most specific
reasons that board of education members listed for dismissal of their
superintendents was that the particular community in which the super
intendent tried to do his job was wrong for him.8

Again, success of

a superintendent was seen as having been determined by the situation
within which a superintendent served in office.

Much of the research

done on success of a superintendent indicated that in some cases
administrative skills were not transferrable and that success in the
superintendency was situationally based.

The truly successful super

intendent had chosen his school district because of its similarity to
his own professional and political philosophies.

Those superintendents
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who had failed to choose their superintendencies in districts within
which they could maximize their own strengths and minimize their own
weaknesses had lower survival rates.

Data from West Virginia which

did not indicate that success of a superintendent was situationally
based were not consistent then with the literature which suggested
that success of a superintendent was situationally based.

Perhaps

superintendents and board members were not aware of the theories about
situationally-based success of superintendents or perhaps they just had
not admitted that these theories were true.

In either case, they

needed to be made aware of the problem of situational success of
superintendents.
Although a combination of the man and the situation was not
one of the responses asked for in this particular question, eighteen
superintendents and forty-nine board members gave this as their
response.

Superintendents and Board members alike were willing to

expound on their answers to this question.

"Too many superintendents,"

said one successful superintendent, "allow board of education members
to dominate the superintendency. A superintendent must run the program
or quit," he went on to add.

Rural versus urban counties as well as

the size of a district created different kinds of problems for super
intendents mentioned two superintendents.

In a small rural county, one

of these respondents felt that it was necessary for the superintendent
to become involved in many community activities.

Some successful

superintendents felt that in some counties there were built-in
obstacles that the man himself must eliminate in order to ensure his
success.

Political power structures were the most often mentioned of
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these obstacles.

The solution to these problem obstacles, felt one

superintendent, was for the superintendent himself to accept the fact
that sometimes the only real solution to the problem was for the super
intendent to leave and search for a county with a work climate that
agreed with him.
Another superintendent felt nearly the same way and indicated
that the success of any superintendent was determined by the political
climate within the particular county.

The educational philosophy held

and practiced by the superintendent will determine his success or lack
of it indicated one successful superintendent.

One pessimistic res

pondent felt that a superintendent might have to compromise his
integrity somewhere along the line in order to succeed, but another
went on to add that if a superintendent could get along with people
effectively and still stand behind his own educational philosophies
that he could be successful.
Two different superintendents— one with seven years experience
in the same county and one with eight and one-half years experience
in two counties— felt that a good working relationship with the board
of education was the most critical variable in the determination of
success for a superintendent.

Leadership, communication skills, and

good public relations skills were all mentioned as being critical to
the success, of any superintendent.

One current successful superin

tendent with eight years experience as superintendent in two different
counties indicated that any prospective superintendent should evaluate
the job expectations within a prospective county very carefully before
signing a contract as superintendent to ensure that the position
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matched his skills as an administrator.
The narrative data supplied by unsuccessful superintendents
were somewhat more specific and more revealing than those given by
current successful superintendents.

More than any other response,

these unsuccessful superintendents indicated that the board of educa
tion determined the success or failure of a superintendent.

One former

unsuccessful superintendent voiced the opinion that the success of any
superintendent was determined by whether or not he went along with his
board of education, right or wrong.

Another pointed out the fact that

direction only was the role of the board of education and that the
leadership had to come from the superintendent.

A superintendent with

five years experience as a superintendent indicated that he felt a new
breed of board of education members was seeking control of school
systems and that a pattern was repeating itself in which "petty
politicians wanting all the power were rendering superintendents help
less in their positions,"
The expectations that a board of education has for the super
intendent was the determinant of success listed by another superinten
dent.

Two or more nearly identical responses from board members

indicated that without the support and cooperation of the board of
education, all of the administrative ability in the world would not
help a superintendent succeed.

One response mentioned political

factors, financial problems, declining test scores, consolidation, and
a general public disrespect for government as causes of failures of
superintendents.

One pessimistic superintendent described his board

of education as "hungry alligators" who would consume anything or
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anyone— mainly the superintendent— who stood in the way of the power
they were seeking.
Board of education members gave some of the same pessimistic
responses to the question of what determined the success of a superin
tendent as did superintendents.

Four board members who clarified

their response beyond just an answer of man or situation as a deter
minant of success, indicated that the board of education determined
the success of a superintendent.

One of these four saw the board as

a purely political body who controlled the superintendent.

Another

felt that the boards of education should satisfy themselves with
policy-making only and stay out of administration in an attempt to
give the superintendent a chance to be successful.

Three different

board members mentioned political factors and power structures within
the community and how a superintendent was able to manipulate them as
the determinant of his success.

One of these politically conscious

board members indicated that if a county were polarized and factionalized, no superintendent could succeed.

Three-more board members saw

the successful superintendent as a diplomat, a politician, and a
mediator who needed to be aware of community needs and resources and
take the leadership role to manipulate these needs and resources.
Three more board members from counties with unsuccessful superinten
dents felt that the success of a superintendent depended upon whether
or not he had a cooperative and helpful board of education.

Six more

board members saw their boards of education as political rings that
were often divided and hungry for power to control the success or
failure of a superintendent.
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Other board members mentioned such necessities to success of
a superintendent as the ability to control the staff, the ability to
gain the respect and support of the public, fiscal responsibility,
good public relations skills, flexibility, and adaptability.

One

well-thought-out response from another board member indicated that
once a superintendent took office, he should learn to utilize his own
strengths and learn to delegate to other responsible staff members
in the areas of his weaknesses.

Of all four categories— successful

and unsuccessful superintendents and board of education members from
counties with successful and unsuccessful superintendents— only within
the category of board members from counties with unsuccessful superin
tendents did anyone mention the education of students as a determinant
of success.

Three board members within that category mentioned that

how a superintendent provided for the education and welfare of the
students would determine his success or failure.

Ways of Increasing Success
of Superintendents
In an attempt to more specifically determine the perceptions
of superintendents about what could be done to increae their terms in
office by improving their success rate, superintendents were asked
what specific characteristics a superintendent would have to have to
be successful in their counties.

They were also asked to respond to

the question of what could have been done on their part to have pre
vented dismissal or nonrenewal of a contract if it had happened to
them in the past five years.

Of the fifteen current successful super

intendents who responded, none indicated that they had failed to have
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their contracts renewed.

Of the current unsuccessful superintendents,

two responded that they had been dismissed from the superintendency.
One of these pessimistic unsuccessful superintendents felt that "even
the selling of his soul to the board of education would not have
prevented his dismissal."

All but one of the successful superinten

dents who were currently serving in office and all but one of the
current unsuccessful superintendents responded with specific character
istics needed by superintendents for success within their counties.
Good communication skills with the staff, the community, and
the board of education combined with a willingness to work long hours
were the most frequently mentioned characteristics necessary for
success.

Only a person who was born in the county could ever possibly

hope to achieve success was the response from two different superin
tendents.

Comments from successful superintendents were more positive.

These superintendents seemed less apt to mention political power
structures and more apt to discuss such constructive ideas as defining
and implementing goals.

Successful superintendents talked about

"having the courage to make decisions" rather than "not being afraid
to make waves."

They discussed a "superintendent's administrative

ability" rather than "the possibility of a superintendent's being
controlled by a split board of education."
One respondent even went so far as to indicate that a super
intendent should be more aware of his privilege to work with other
people's children.

Several superintendents mentioned honesty,

dedication, open-mindedness, and good health as characteristics
necessary for achieving success as a superintendent.

One superinten
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dent with seven years service in the superintendency replied that a
successful superintendent needed good luck and a hobby such as golf or
fanning which allowed him an outlet for the pressures of his position.
Even the superintendents who were categorized as current
unsuccessful superintendents gave some very positive responses to what
characteristics were necessary for a successful superintendent in
their county.

Genuine concern for the education of students, a will

ingness to put forth maximum effort to achieve educational goals,
conflict management skills, and knowledge of the complete curriculum
were all mentioned.

Good public relations skills and flexibility were

mentioned often.
One respondent saw the successful superintendent as one who
provided leadership for and gave information to the board of education
and recognized that board of education decisions were not necessarily
educational in nature.

Another indicated that a superintendent must

learn to handle school problems in a manner that would keep the board
of education from being confronted with them.

Two different superin

tendents saw a need for the superintendent to understand the geographic
and political make-up of the community.

Another similar response

indicated the need for a superintendent to familiarize himself with
"the Appalachian mystique."
From the entire group of current successful and unsuccessful
superintendents, only one respondent was totally negative.

He indi

cated that in order for a superintendent to be successful in his
county, he needed to be "intellectually mediocre, a county native,
amoral, untruthful, have no personal nor professional pride, and be
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related to or In business with three-fifths of the board of educa
tion."

More than any other response, more former superintendents

cited the problems of getting good board members to run for office
and the difficulty of developing good relationships between them and
superintendents once they were in office.

More current superinten

dents mentioned good public relation skills combined with good
communications skills as necessary skills for success.

Increasing Term in Office of
Superintendents
A question similar to the one answered by superintendents that
was previously discussed was asked board of education members.

They

were asked to give their responses to how the average term in office of
school superintendents could be improved.

The responses from board

members with successful superintendents were not that different from
the responses from board members with unsuccessful superintendents.
Their responses were quite different, however, from superintendents who
responded to the similar question above.

Three board of education

members felt that the success of superintendents could be improved
greatly by interested persons, including superintendents themselves,
helping to ensure that more quality board of education members were
elected to office.

This suggestion made by three board of education

members that the success of superintendents could be improved greatly
if superintendents would help to ensure that more quality board of
education members were elected to office was contrary to the data
collected by Cafolyn Mullins— a former school board of education member
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and an educational writer in the midwest.

She collected data from

fifteen of the most prominent and experienced past and present school
board members in the United States and Canada who had a combined
service record of more than 300 years.

One of the four actions that

they felt were most intolerable from superintendents and one that they
felt was a common basis for dismissals was for superintendents to
personally support candidates for school board offices.9
Board of education responses were not that different from
responses from superintendents.

One board of education member also

indicated that better initial selection of superintendents would
increase a superintendent's success.

The necessity of a superinten

dent's being of good moral and ethical character was upmost in the
minds of two board of education members.

At least ten board members

felt that better communication skills were needed by superintendents.
Fourteen more saw their boards of education as political bodies and
felt that less politics would help increase the success rate of super
intendents.

Thirteen board members responded that public relations

skills of superintendents needed betterment in order to improve
their success rate.

At least six different board of education members

saw a need to improve superintendent and board of education relation
ships.

Management skills particularly in business and finance were

mentioned by sixteen board of education members— more than anything
else— as being needed by superintendents to increase their terms in
office.

Also, failure to have passed a bond or levy was mentioned

fourteen times along with and in addition to the need for superinten
dents to have more finance and business knowledge and experience.
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Interestingly enough, of all the responses given by board of
education members about what could be done to increase terms in office
of superintendents, only twice were students and the curriculum
mentioned as important areas.

Some other more specific suggestions

were made about ways to increase the success rate of superintendents.
One board member felt a real need for statewide seminars to train new
superintendents shortly after they assumed their positions.

Table 19

entitled Board of Education Response to How to Increase the Average
Tern in office of School Superintendents outlined in their descending
order of importance the areas that caused superintendents the most
problems.

The order of importance of each problem area was determined

by the number of times that it was mentioned by a board of education
member as a response to the question of how to improve the average
term in office of a school superintendent,

if what board of education

members in general have said was true, a successful superintendent was
one with little educational knowledge, experience, or background but
one with exceptional public relations, communication, and political
skills who was also capable of managing a multi-million dollar per year
business.

Evaluation of Superintendents
Based on the conflicting responses above from superintendents
and board of education members as to what made for more successful
superintendents, perhaps the formal evaluation will be one hope for
establishing more congruency in perceptions of superintendents and
board members about successful and unsuccessful superintendents.
Formal evaluations of superintendents by their respective boards of
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Table 19

Board of Education Responses to How to Increase the
Average Term in Office of School Superintendents

Problem Areas of Superintendents as
Determined by Responses of Board of
Education Members

Number of Times
Problem was Cited by
Board Member

More management skills in business and
finance needed by superintendents

16

Improved skills and training in how to
pass bonds and levies needed by super
intendents

14

Less politically motivated board
of education needed

14

Better public relations skills
needed by superintendents

13

Better communication skills
needed by superintendents

10

Improved superintendent and board
of education relationships needed

6

Better and more quality board of
education members needed in office

3

More knowledge about and attention
paid to students and curriculum

2

Better moral and ethical character
needed by superintendents

2

Better initial selection process
of superintendents

1
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education were more common when this survey was conducted than they
had ever been in the past.

Of the twenty-three successful former and

current superintendents who responded to the survey, ten indicated
that they had been formally evaluated while thirteen indicated that
they had not been.

All but one of these ten superintendents who had

been evaluated were evaluated orally.

Of the twenty-nine former and

current unsuccessful superintendents who responded, only six indicated
that they had been formally evaluated while twenty-three had not.

Of

these six who had been formally evaluated, all but one had been
evaluated orally.
Ten of the thirty-four board of education members from
successful counties indicated that they evaluated their superintendents
orally while twenty-two indicated that they did not evaluate their
superintendents at all.

Of the sixty-one-board of education members

who responded from unsuccessful counties, nearly one-half— twenty-nine
members— indicated that their boards conducted formal evaluations on
their superintendent.
reported written ones.

Seventeen reported oral evaluations, and six
Two superintendents and one board member indi

cated that their evaluations were conducted both in oral sessions and
in written evaluation forms.

Copies of written evaluations were

included with the responses from three different counties.

The above

information was tabulated and listed in Table 20 entitled Evaluation
Completed on Superintendent.

These responses concerning evaluations

on superintendents could possibly have had variant interpretations.
In counties with successful superintendents where evaluations were
conducted less often, board of education members could have felt that
since their superintendents were obviously successful, that there was
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.Table 20

Evaluation Completed on Superintendent

Evaluation
Completed
Position Held
by
Respondents

How Evaluation was Completed

Orally

Written

Both
Orally &
Written

No Indication
of how
Evaluated

Yes

No

Successful
Superintendents

10

13

8

Unsuccessful
Superintendents

6

23

4

1

1

Total
Superintendents

16

36

12

1

2

Board of Education
Members from Counties
with Successful
Superintendents

10

22

10'

Board of Education
Members from Counties
with Unsuccessful
Superintendents

29

32

17

6

1

5

Total Board -of
Education Members

39

54

27

6

1

5

1

No
Appropriate
Response

Unknown
Total
Evaluation
by
Respondent Completed

1

23

29

52

1

1

1

34

61

1

95

124

1

125
no need for formal evaluations.

In counties with less successful

superintendents, formal evaluation might have been initiated as a
necessity for dismissal of a superintendent.

They might also have

been initiated with the hiring of a new superintendent in an attempt
to help ensure his success as a superintendent.
The most commonly mentioned procedure of boards of education
for evaluating that was reported by superintendents and boards of
education alike was for the board to convene in executive session
once a year and discuss with the superintendent his progress during
the past year.

Most respondents indicated that board members usually

cited strengths and weaknesses of the superintendent and encouraged
the superintendent to discuss any problems with or feelings about the
board or his position.

A few respondents indicated that the board met

in executive sessions without the superintendent initially and then
called him to the discussion at a later time.

Some five or more

respondents from more progressive counties indicated that at the
beginning of each year the superintendent and board sat down together
to outline the goals and objectives to be accomplished for the coming
year.

Some even indicated that these goals and objectives were written

down during this meeting.

Periodically then, or at the end of each

year, accomplishments and shortcomings of both the superintendent and
board were discussed.
Some counties used more unique methods of evaluating the super
intendent.

One superintendent indicated that his contract specified

that a formal evaluation be conducted to discuss his job accomplish
ments and shortcomings yearly.

Another mentioned that his evaluation
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was based on his officially adopted job description.

Another superin

tendent felt that although no formal evaluation was conducted on him
by the board, that he was continuously evaluated indirectly through
feedback to the board members from their electorate.

One board member

indicated that the evaluation of the superintendent was done orally
with the information for the evaluation gathered from employees and
citizens.
Several responses from different counties indicated that some
particular counties had no current method of evaluation but recognized
the need for one.

Some went on to say that they were in the process

of preparing a formal evaluation, and some indicated that they would
be interested in seeing some other evaluations or hearing suggestions
from others who have formal evaluation procedures or forms.

Most

superintendents and board members alike responded that evaluation
sessions had been very positive and profitable for their superinten
dents, boards of education, and counties in general.
Only one board member indicated that because of a political
split among board members, his particular board had been unable to
effectively evaluate the superintendent.

Another board member

indicated that his evaluation procedure was crude and because of a
politically motivated board of education, the superintendent had often
been treated unprofessionally at board meetings.

He went on to add

that the board had attempted to correct the situation, but the super
intendent remained suspicious and untrusting because of his previous
treatment.

Responses from board members ranged from one extreme to

the other.

One responded that a pat on the back for the superintendent
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occasionally was sufficient for an evaluation while another board
member questioned the qualifications of a lay board of education member
to evaluate a professional educator such as the superintendent.
In an effort to determine how many superintendents and board
of education members felt that a formal evaluation was important in
addition to those who indicated that a formal evaluation was conducted
in their county, each respondent was asked to indicate his perceptions
about evaluations completed on the superintendent.

They were asked to

indicate whether they felt a written and an oral evaluation were
critical, important, or.not important to the success of the superin
tendent.
Five successful superintendents indicated that they felt a
written evaluation was critical, and five felt that an oral evaluation
was critical.

Nine successful superintendents felt that written

evaluation was important while eleven felt an oral evaluation was
important.

Nine unsuccessful superintendents felt that a written

evaluation was critical, and ten. felt that it was important.

Six

unsuccessful superintendents felt that an oral evaluation was critical,
and fourteen felt that it was important.

Only four successful super

intendents felt that a written evaluation was unimportant, and one
felt that an oral evaluation was unimportant.

Four unsuccessful super

intendents felt that a written evaluation was unimportant, and only
two felt that an oral evaluation was unimportant.
Of the board of education members who responded from counties
with successful superintendents, only two felt that a written evalua
tion was critical, eleven felt that a written evaluation was important,
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and thirteen felt that it was unimportant.

Only four respondents

from unsuccessful counties felt that an oral evaluation was critical
while twenty-four felt that it was important.
oral evaluation was unimportant.

Only two felt that an

Thirteen board of education members

from unsuccessful counties felt that a written evaluation was critical,
twenty-seven felt that it was important, and ten felt that it was
unimportant.

Only ten board of education members from counties with

unsuccessful superintendents felt that an oral evaluation was critical
while thirty-four felt that it was important.
oral evaluation was unimportant.

Only four felt that an

The above data that superintendents

and board of education members supplied about oral and written evalua
tions were tabulated in Table 21 entitled Perceptions of the Importance
of Evaluations Completed on the Superintendent.

Summary
Data collected both on superintendents and board of education
members in West Virginia mirrored the data collected nationwide on
superintendents and board members.

Superintendents generally have

been white, middle-aged males while board of education members
generally have been white, middle-aged males who were much better
educated and more prestigiously employed than the general public.

A

majority of board members in West Virginia were employed in business
related careers and these were disproportionately related to the number
of people in the state and nation who were engaged in business related
professions.
Data collected on the average terms in office of superinten
dents also has mirrored the nation.

Turnover at the top has been great
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Perceptions of the Importance of Evaluations
Completed on the Superintendents

Oral Evaluation

Important

Not
Important

No
Response

Total

Critical

Important

Not
Important

No
Response

Total

Written Evaluation
Critical

Position Held
by
Respondents
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Table 21

Successful
Superintendent

5

9

5

4

23

5

11

1

6

23

Unsuccessful
Superintendent

9

10

4

6

29

6

14

2

7

29

14

19

9

10

52

11

25

3

13

52

2

11

13

8

34

4

24

2

4

34

13

27

10

11

61

10

34

4

13

61

15

38

23

19

95

14

58

6

17

95

Total Superintendents
Board of Education
Members from Counties
with Successful
Superintendents
Board of Education
Members from Counties
with Unsuccessful
Superintendents
Total Board of
Education Members
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and of the fifty-two former and current superintendents who responded
in this West Virginia study, well over half had less than six years
experience as a superintendent.

Statistics have also shown that even

those superintendents who have survived have not been awarded multi
year contracts.

Terms in office have been short, and the professional

attitudes of these superintendents who were dismissed, were encouraged
to leave office, resigned under pressure, or just became disillusioned
and quit as some superintendents appeared to have done have not been
particularly positive.

In West Virginia, after a short term in the

superintendency, there appeared to be few appropriate and profession
ally acceptable places for a former superintendent to go.
There has been little real stability at the top in the super
intendency position, and board of education members have also shown
patterns similar to those of superintendents in the number of years
they have spent as members of boards of education.

Over one-half of

the total of ninety-five board members who responded had served in
office less than six years.

These totals were'extremely startling

because in West Virginia board of education members were elected
initially for six-year terms.

Even board of education presidents have

not served out their elected two-year terms as president.

Eighteen of

the thirty-six board members who responded appeared to have taken over
the position of board president from someone else.

Nowhere within the

policy-making body nor in the top administrative position in public
school education in West Virginia was there any real stability as was
measured by time spent in office.

Reasons given by superintendents

and board members for failure of superintendents to survive in office
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have usually included the superintendent's lack of public relations
skills, lack of communication skills, lack of skills necessary to pass
bonds and levies, and lack of management skills in business and
finance.

Board members have also overwhelmingly referred to the prob

lem of politically motivated boards of education which reduce the
success rate of superintendents.
Formal evaluations conducted on superintendents by theix
respective boards of education were seen as one possible way to
increase terms in office of superintendents.

Most superintendents and

board members alike responded that when evaluations had been completed
on superintendents, the sessions had been very positive and profitable
for their superintendents, boards of education, and counties.

The most

commonly mentioned procedure of boards of education for evaluating that
was reported by superintendents and board- members alike was for the
board to convene in executive session once a year and discuss the
superintendent's progress during the past year with him.

Most respon

dents indicated that board members usually cited strengths and
weaknesses of the superintendent and encouraged the superintendent to
discuss any problem with or feelings about the board or his position.
Respondents from only three different counties indicated that formal
written evaluations had been conducted on superintendents in their
counties.

If evaluations, on superintendents were conducted annually

by boards of education across the state, perhaps boards and superin
tendents could develop goals and objectives that would increase the
success of superintendents and improve the quality of education in the
county and state.
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Chapter VI
SIGNIFICANCE OF THE HYPOTHESIS

The purposes of this study were to collect and analyze the
perceptions of former superintendents, current superintendents, and
board of education members relative to the reasons for the short,
average term in office of public school superintendents in West
Virginia.

Six hypotheses were formulated prior to the collection

of data for this study.. It was predicted that the analysis of the
collected data would confirm these hypotheses and provide evidence
from which to draw further conclusions and make recommendations.
Since the sample used in the study was 100 percent of the popula
tion, the sample itself represented a true cross section of the
total population.

In many instances, the data were conclusive

enough to show significance based on percentages alone.

The Chi-

square test was used to test the hypotheses at the .20 level.

The

Chi-square test was conducted on the data from superintendent res
ponses and on-the data from board of education responses.

The data

comparing the superintendents and board members were also tested.
Tables were constructed to present the data pertinent to the
hypotheses and the calculated Chi-square,

Hypothesis Number One.

Hypothesis number one predicted that

there has been a significant relationship between the ability of a
school superintendent to communicate with his board of education,
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his staff, and his community and his success as a superintendent.

The

necessary data to test this hypothesis were collected when superin
tendents and board of education members alike were asked to indicate
whether they felt the ability of a superintendent to communicate
with the board of education, the staff, and the community was
critical, important or unimportant.

They were also asked to rank

order these three categories by listing the most important areas of
communication as number one and continuing through all three state
ments,

Table 1 entitled Perceptions of the Importance of the Ability

to Communicate to the Success of Superintendents:

Communication with

the Board of Education listed the responses given about the importance
of a superintendent's communication with his respective board of
education.

Well over the majority of respondents from each of the

four categories of respondents— successful and unsuccessful superin
tendents and board of education members from counties with successful
and unsuccessful superintendents— indicated that they felt this area
of communication was critical.
When the Chi-square test was conducted on the data regarding
the perceptions of the importance of the ability to communicate with
the board of education to the success of superintendents, the data
did not show significance at the .20 level between successful and
unsuccessful superintents, between BMSS and BMUS, or between
superintendents and board of education members.

This lack of signi

ficance indicated that all categories of respondents viewed the
ability of a superintendent to communicate with the board of educa
tion similarly.

An examination of the data revealed that all
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Communication with the Board of Education

Position Held •
by
Respondents

Totals
Critical

Important

Not
important

. No
Response

Successful Superintendents

18

4

1

23

Unsuccessful Superintendents

21

6

' 2

29

Total Superintendents

39

• 10

3

52

Board of Education
Members from Counties
with Successful
Superintendents

24

9

1

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

40

16

1

4

61

Total Board of
Education Members

64

25

1

5

95

135

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Perceptions of the Importance of the Ability to
Communicate to the Success of Superintendents

136
categories of respondents perceived communication skills as critical.
When the data reported by successful and unsuccessful superintendents
were compared, the critical value of Chi-square at the .20 level of
significance with one degree of freedom was 1.64.

A Chi-square of

0.12 was obtained when the data reported by BMSS and BMUS were matched.
The critical value of Chi-square at the .20 level of significance with
two degrees of freedom was 3.22.

A Chi-square of 0.16 was obtained.

When the responses of superintendents and board of education members
were equated, the critical value of the Chi-square at the .20 level of
significance was 3.22 with two degrees of freedom.

The calculated

Chi-square was 1.16.
Table 2 entitled Statistical Significance in the Perceptions
of the importance of the Ability to Communicate with the Bpard of
Education to the Success of Superintendents, included these statisti
cal data.

Although the narrative data given by the survey respondents

overwhelmingly implied that superintendent and board relations were
critical to the success of a superintendent, the statistical data
were not sufficient to reject the null hypothesis of this portion of
the hypothesis at the .20 level of significance.

The data did, how

ever, indicate that respondents in all categories felt that good
communication skills were critical to the success of a superintendent.
Table 3 entitled Perceptions of the Importance of the Ability
to Communicate to the Success of Superintendents:

Communication with

the Staff reported the responses given about the importance of a
superintendent's communication with his staff.

Less than a majority
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Table 2

Statistical Significance in the Perceptions of the Importance
of the Ability to Communicate with the Board of
Education to the Success of Superintendents

Communication with the Board
by
Respondents

Critical
fo

fe

Successful
Superintendents

18

17.5

Unsuccessful
Superintendents

21

21.5

Important

fo

4

4.5

0

22

6

5.5

0

27

fo

39

Totals

Not
Important

fe

10

fe

0

47

0.00 (calculated)

X2 = 1.64 (critical)
df = 1

Board of Education
Members from Counties
with Successful
Superintendents

24

23.5

9

9.2

0

0.4

33

Board of Education
Members from Counties
with Unsuccessful
Superintendents

40

40.5

16

15.8

1

0.6

57

25

64

Totals
X2 = 3.22 (critical)
df = 2

1

90

0.16 (calculated)

Super intendents

39

36.3

10

12.3

0

0.4

49

Board of Education
Members

64

66.7

25

22.7

1

0.6

90

Totals
X2 = 3.22 (critical)
df »= 2

103

35

1

139

1.16 (calculated)
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of respondents from each of the four categories felt that this area of
communication was critical.

All but one of those respondents who felt

that the superintendent's communication with his staff was not critical
felt that it was important.
When the Chi-square test was conducted on the perceptions of
the importance of the ability to communicate with the staff to the
success of superintendents, the data did not show significance between
any of the categories that were tested— successful superintendents,
BMSS and BMUS, or superintendents and board members.

Both groups

of respondents placed approximately equal importance on good com
munication between a superintendent and his staff.

When the data

reported by successful and unsuccessful superintendents were tested,
the critical value of Chi-square at the .20 level of significance
with one degree of freedom was 1.64.
determined.

A Chi-square of 0.10 was

When the data reported by BMSS and BMUS were tested

statistically, the Chi-square of 0.21 was established.

The critical

value of Chi-square at the .20 level with two degrees of freedom was
3.22.

When the responses between superintendents and board members

were compared, the calculated critical Chi-square at the .20 level of
significance was 3.22 with two degrees of freedom.

A Chi-square of

only 0.71 was received.
Tahle 4 entitled Statistical Significance in the Perceptions
of the Importance of the Ability to Communicate with the Staff to the
Success of Superintendents showed this above statistical information.
Since very little reference whatsoever was made by superintendents
and board of education members in their narrative responses to the
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Perceptions of the Importance of the Ability to
Communicate to the Success of Superintendents

Communication with Staff

Position Held
by
Respondents

Totals
Critical

Important

Not
Important

No
Response

Successful Superintendents

14

8

1

23

Unsuccessful Superintendents

16

11

2

29

Total Superintendents

30'

19

3

52

Board of Education
Members from Counties
vith Successful
Superintendents

22

10

1

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

38

19

4

61

Total Board of
Education Members

60

29

5

95

1

1

Table 4

Statistical Significance in the Perceptions of the Importance
of the Ability to Communicate with the Staff to
the Success of Superintendents

Position Held
by
Respondents

Communication with the Staff
Not
Important
Important

Critical
fo

fe

fo

fe

fo

fe

Totals

Successful Superintendents

14

13.5

8

8.5

0

22

Unsuccessful
Superintendents

16

16.5

11

10.5

0

27

30

Totals

19

X2 = 1.64 (critical)
df = 1

49

0
0.00 (calculated)

Board of Education
Members from Counties
with Successful
Superintendents

22

22.0

10

10.6

1

0.4

33

Board of Education
Members from Counties
with Unsuccessful
Superintendents

38

38.0

19

18.4

0

0.6

57

60

Totals

29

X2 = 3.22 (critical)
df = 2
Superintendents

30

Board of Education
Members

60

Totals
X2 = 3.22 (critical)
df ■ 2

90

1
0.21 (calculated)

90

31.7

19

58.3

29
48

16.9

0

0.4

31.1

1

0.6
1

49
90
139

0.71 (calculated)
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superintendent's relationship with his staff, these statistical
reports were expected.

A superintendent's communication with his

staff as confirmed by narrative data and statistical data were impor
tant but not critical.

The statistical evidence was not sufficient to

reject this portion of the null hypothesis at the .20 level of signi
ficance.

However, respondents in all categories shared the opinion

that the superintendent's communication with his staff members was
important.
Table 5 entitled Perceptions of the Importance of the Ability
to Communicate to.the Success of Superintendents:

Communication with

the Community showed responses from superintendents and board of
education members alike as to their perceptions of the importance of
a superintendent's ability to communicate with the community.

All but

one of the respondents indicated that they felt this area of communi
cation was either critical or important for the superintendent.

A

majority felt that it was critical.
When the Chi-square test was calculated on the perceptions of
the importance of the ability of the superintendent to communicate with
the community to his success, the evidence was not sufficient to
reject the null hypothesis of this portion of the hypothesis at the
.20 level of significance.

Respondents in all categories were equally

concerned as to the critical or important nature of a superintendent's
communication with the community.

The data collected from successful

and unsuccessful superintendents were tested statistically.

The

critical value of the Chi-square at the .20 level of significance with
one degree of freedom was 1,64.
obtained.

A Chi-square of only 0.90 was

When the data from BMSS and BMUS were compared, a Chi-square
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Table 5

Perceptions of the Importance of the Ability to
Communicate to the Success of Superintendents

Communication with the Community
Position Held
by
Respondents

Critical

Important

Not
Important

No
Response

Totals

Successful Superintendents

12

9

2

23

Unsuccessful Superintendents

19

8

2

29

Total Superintendents

31

17

4

52

Board of Education
Members from Counties
with Successful
Superintendents

20

11

2

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

38

19

4

61

Total Board of
Education Members

58

30

6

95

1

1
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of 0.23 was obtained.

The critical value of Chi-square at the .20

level of significance with two degrees of freedom was 3,22,

When the

responses between superintendents and board of education members were
compared, the critical value of the Chi-square at the .20 level with
two degrees of freedom was 3.22.

A Chi-square of 0.21 was obtained.

The statistical data were not sufficient to reject the null hypothesis
of this portion of the hypothesis at the .20 level of significance.
Table 6 entitled Statistical Significance in the Perceptions of the
Importance of the Ability to Communicate with the Community to the
Success of Superintendents tabulated this statistical data that were
described above.

The statistical representation of the importance of

a superintendent’s communication with his community was shared by
respondents in all categories.

The narrative data given by superinten

dents and board of education members alike supported the importance
of public relations and communication skills to the success of a
superintendent.
In the narrative data given by board of education members about
how to increase the average term in office of school superintendents,
the need for better communication skills was listed ten times, and
the need for better public relation skills was listed thirteen times.
The only responses under this category that were listed more times than
communication and public relation skills were the need for less politi
cally motivated boards of education and the need for superintendents
to have more business related training.

The narrative data which were

reported in Table 19 on page 122 of this study showed a pronounced
importance of hypothesis number one.

The statistical data from each

portion of hypothesis number one, however, were not significant enough
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Table 6

Statistical Significance in the Perceptions of the Importance
of the Ability to Communicate with the Community to
the Success of Superintendents

Communication with the Community
Position Held
by
Respondents

Critical

Important

Not
Important

fo

fe

fo

fe

fo

Successful Superintendents

12

13.6

9

7.4

0

Unsuccessful
Superintendents

19

17.4

8

9.6

0

31

Totals

17

X2 = 1.64 (critical)
df = 1

Totals

fe
21
27
0

48

0.44 (calculated)

Board of Education
Members from Counties
with Successful
Superintendents

20

20.9

11

10.8

1

0.4

32

Board of Education
Members from Counties
with Unsuccessful
Superintendents

38

37.1

19

19.2

0

0.6

57

58

Totals

30

X2 = 3.22 (critical)
df = 2
Superintendents

31

Board of Education
Members

58

Totals
X2 >= 3.22 (critical)
df = 2

1

89

0.23 (calculated)

31.2

17

57.8

30

89

47

16.5

0

30.5

1

0.4
0.6
1

48
89
137

0.21 (calculated)
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to reject the null hypothesis at the .20 level of significance.
The rank orders of the responses given by superintendents
and board of education members to the predictions made in hypothesis
number one were tabulated as Table 7 entitled Rank Order of the Per
ceptions of the Importance of the Ability to Communicate to the
Success of Superintendents.

These tabulations by rank order indicated

that a superintendent's communication with his board of education was
his most critical area of communication.

When these rank orders

given by superintendents and board members were tested statistically,
some significance was determined under each category.

Table 8

entitled Statistical Importance of the Rank Order of the Perceptions
of the Importance of the Ability to Communicate with the Board of
Education to the Success of Superintendents itemized this statistical
data for the first portion of hypothesis number one.

The critical

value of the Chi-square at the .20 level of significance with two
degrees of freedom between responses from successful and unsuccessful
superintendents was 3.22.

The Chi-square obtained was 0.12 which

showed no statistical significance.

Therefore, both successful and

unsuccessful superintendents ranked the statistical importance of
communication with the board of education the same.
A Chi-square of 3.47 was obtained on the responses from BMSS
and BMUS.

The critical value of the Chi-square at the .20 level of

significance with two degrees of freedom was 3.22.
cance determined here at the .20 level.

There was signifi

Board of education members

with successful superintendents ranked the ability to communicate with
the board of education higher than did the board members with
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Rank Order of the Perceptions of the Importance of the Ability
to Communicate to the Success of Superintendents

Communication With
the Board of Education

Communication With
the Staff

Communication. With
the Community

Position Held
Respondents

Rank Order

Rank Order

Rank Order

2

3

1

2

3

14

3

2

4

4

8

7

4

Unsuccessful
Superintendents

18

3 .

3

5

2

12

10

5

Total
Superintendents

32

6

.5

9

6

20

17

Board of Education
Members from Counties
with Successful
Superintendents

19

6

3

6

11

12

Board of Education
Members from Counties
with Unsuccessful
Superintendents

26

19

11

5

15

24

Total Board of
Education Members

45

25

14

11

26

36

None

2

3

10

9

4

23

5

9

10

5

29

9

5

19

19

9

52

6

3

9

16

6

34

17

5

19

11

26

5

61

22

11

22

20

42

11

95

5.

None

1

None

146

1
Successful
Superintendents

Table 8

Statistical Importance of the Rank Order of the Perceptions
of the Importance of the Ability to Communicate
with the Board of Education to the
Success of Superintendents

Position Held
by
Respondents

Rank Order
3

2

1

None

Totals

fo

fe

fo

fe

fo

fe

Successful
Superintendents

14

14.1

3

2.7

2

2.2

4

23

Unsuccessful
Superintendents

18

17.9

3

3.3

3

2.8

5

29

9

52

32

Totals

6

5

X2 = 3.22 (critical)
df = 2

0.12 (calculated)

Board of Education
Members from Counties
with Successful
Superintendent s

19

15.0

6

8.3

3

4.7

6

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

26

30.0

19

16.7

11

9.3

5

61

. 11

95

Totals

45

25

14

X2 = 3.22 (critical)
df = 2

3.47*(calculated)

Superintendents

32

26.1

6

10.5

5

6.4

9

52

Board of Education
Members

45

50.9

25

20.5

14

12.6

11

55

20

147

Totals

77

31

X2 = 3.22 (critical)
2

19

5.43*(calculated)

‘Significant at the .20 level.
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unsuccessful superintendents.

Superintendents felt that communication

with the board of education was more important than did board of
education members.

A Chi-square of 5.43 was obtained on the responses

from superintendents and board of education members.

The critical

value of Chi-square at the .20 level of significance with two degrees
of freedom was 3.22.
.20 level.

There was significance determined here at the

The rank order obtained on all three categories of the

first portion of hypothesis number one indicated statistical signifi
cance only between the responses from BMSS and BMUS and between super
intendents and board of education members.

There was no statistical

significance between successful and unsuccessful superintendents and
their perceptions of the importance of the superintendent's ability
to communicate with the board of education.
Table 9 entitled Statistical importance of the Rank Order of
the Perceptions of the Importance of the Ability to Communicate with
the Staff to the Success of Superintendents showed statistical data
for the second portion of hypothesis number one.

When the responses

from successful superintendents were compared with the responses from
unsuccessful superintendents, a Chi-square of 1.43 was obtained.

The

critical value of Chi-square at the .20 level of significance with two
degrees of freedom was 3.22.

The responses from BMSS and BMUS showed

no statistical significant difference either.
obtained for these was 2.06.

The Chi-square that was

The critical value of Chi-square at the

.20 level of significance was 3,22 with two degrees of freedom.

When

responses from superintendents, however, were statistically compared
with responses from board of education members, significance was deter
mined at the .20 level of significance.

The critical value of Chi-
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Table 9

Statistical Importance of the Rank Order of the Perceptions
of the Importance of the Ability to Communicate with the
Staff to the Success of the Superintendents

Position Held
by
Respondents

Rank Order
3

2

1

None

Totals

fo

fe

fo

fe

fo

fe

Successful
Superintendent s

4

2.7

8

8.8

7

7.5

4

23

Unsuccessful
Superintendents

2

3.3

12

11.2 ' 10

9.5

5

29

9

52

6

Totals

17

20

1.4

X2 = 3.22 (critical)
df = 2

(calculated)

Board of Education
Members from Counties
with Successful
Superintendents

11

8.7

12

12.0

5

7.3

6

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

15

17.3

24

24.0

17

14.7

5

61

11

95

26

Totals

22

36

X2 = 3.22 (critical)
df = 2
Superintendents
Board of Education
Members

2.06 (calculated)

6

10.8

20

19.0

17

13.2

9

52

26

21.2

36

37.0

22

25.8

11

95

20

147

32

Totals
X2 = 3.22
” 2

39

56

5.00*(calculated)
*Significant at the .20 level.
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square of 5.00 was obtained.'

Board of education members felt that

communication with the staff was more important than did superin
tendents.

This indicated how differently the board members and

superintendents viewed communication with the staff.

Since board

members and superintendents have such different goals and concerns
about the superintendent's communication with his staff, they appeared
to view the superintendent's job role very differently.
Table 10 entitled Statistical importance of the Rank Order
of the Perceptions of the Importance of the Ability to Communicate
with the Community to the Success of Superintendents tabulated
statistical data for the third portion of hypothesis number one.

When

the responses from successful superintendents and unsuccessful super
intendents were compared, the evidence was not sufficient to show
significance at the ,20 leyel of significance.

This indicated

that both successful and unsuccessful superintendents ranked the
importance of communication with the community equally.
felt that it was not a critical area.
was 2,43.

Both groups

The Chi-square that was obtained

The critical value of the Chi-square at the .20 level of

significance with two degrees of freedom was 3.22.

There was, however,

a significance determined at the .20 level when the responses from
BMSS and BMUS were compared.

BMSS and BMUS viewed the importance of

communication with the community differently.

BMUS felt that it was

more important to the success of superintendents than did BMSS.

A

calculated Chi-square of 3.22 or above with two degrees of freedom was
a critical value at the .20 level of significance.

There was also a

significance at the .20 level between the responses of superintendents
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Table 10

Statistical Importance of the Rank Order of the Perceptions
of the Importance of the Ability to Communicate with the
Community to the Success of Superintendents

Position Held
by
Respondents

Rank Order

fo

fe

fo

Successful
Superintendents

0

2.2

10

Unsuccessful
Superintendents

5

2.8

9

Totals

3

2

1

5

fe

None

Totals

fe

fo

8.4

9

8.4

4

23

10.6 ' 10

10.6

5

29

9

52

19

19

X2 = 3.22 (critical)
df = 2

2.43 (calculated)

Board of Education
Members from Counties
with Successful
Superintendents

3

7.3

9

6.7

16

14.0

6

34

Board of Education
Members from Counties
with Unisuccessful
Superintendents

19

14.7

11

13.3

26

28.0

5

61

. 11

95

Totals

22

20

42

X2 = 3.22 (critical)
df - 2
Superintendents
Board of Education
Members
Totals

5.49*

5

9.1

19

13.2

19

20.7

9

52

22

17.9

20

25.8

42

40.3

11

95

20

147

27

39

X2 = 3.22 (critical)
df = 2
♦Significant at the .20 level.

61

6.88*(calculated)
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and board of education members.

Board members placed a much greater

emphasis on the importance of good communication with the community
than did superintendents.

This pointed to the perceptions that a

superintendent has of himself as a proficient administrator charged
with the responsibility of operating an educational system as compared
to the board of education's perceptions of the superintendent as a
potential figure responsible to the constituents of the board members.
A Chi-square of 6.88 was obtained when the critical value of Chi-square
with two degrees of freedom was 3.22.

BMUS felt that it was important

or critical for superintendents to have good communication skills with
the community.

Board members felt that communication with the

community was more important than superintendents.

Statistical data

were sufficient here to show significance at the .20 level of signifi
cance.

Hypothesis Number Two. The second hypothesis indicated that
there has been a significant relationship between how the superinten
dent perceived and responded to the organizational and educational
goals of the board of education when he initially took office and his
success as superintendent later in office.

The necessary data to

test this hypothesis were collected when superintendents and board
members alike were asked to indicate their perceptions of the signi
ficance of a superintendent's response to the organizational and
educational goals of the board of education when he initially took
office.

These data were tabulated in Table 11 entitled Perceptions

of the Superintendency: The Way That a Superintendent Perceived and
Responded to the Organizational Goals of the Board of Education when
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He Initially Took Office.

All of the superintendents felt that this

hypothesis was important, fourteen successful superintendents felt it
was critical, and thirteen unsuccessful superintendents felt it was
critical.

Nine successful superintendents felt that this was an

important area, and fourteen unsuccessful superintendents felt it was
important.

Fifteen board of education members with successful super

intendents saw this as a critical area while eighteen felt that it
was important.

Of the sixty-one board members from unsuccessful

counties, twenty felt it was critical, and thirty-six felt it was
important.

Three board of education members from unsuccessful

counties felt that this area was unimportant to the success of a
superintendent.
All categories of respondents found this to be a critical area
in that there was found no statistical significance between how a super
intendent perceived and responded to the organizational and educational
goals of the board of education when he initially took office and his
success as a superintendent later in office.

Perceptions and responses

to organizational goals by the superintendent were viewed as being
equal by respondents within all categories.

The Chi-square results

were not sufficient to reject the null hypothesis.

Table 12 entitled

Statistical Importance of the Way That a Superintendent Perceived and
Responded to the Organizational Goals of the Board of Education When
He Initially Took Office to His Success as a Superintendent tabulated
the statistical data for this hypothesis.
When the responses from successful superintendents were com
pared with the responses from unsuccessful superintendents, a Chi-
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Table 11

Perceptions of the Superintendency

Position Held
by
Respondents

The Way That a Superintendent Perceived and Responded to
the Organizational Goals of the Board of Education
When He Initially Took Office
Critical

Important

Successful Superintendents

14

9

Unsuccessful Superintendents

13

Total Superintendents

Not
Important

Totals

No
Response

23

14

2

29

27

23

2

52

Board of Education
Members from Counties
with Successful
Superintendents

15

18

1

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

20

36

3

2

61

Total Board of
Education Members

35

54

3

3

95

.

155

Table 12

Statistical Importance of the Way that a Superintendent Perceived
and Responded to the Organizational Goals of the Board
of Education when He Initially Took Office
to His Success as a Superintendent

Organizational Goals
Position Held
by
Respondents

fo

fe

Successful Superintendents

14

12.4

9

Unsuccessful
Superintendents

13

14.6

14

Critical

Important
fo

fo

10.6

0

12.4

0

23

27

Totals

fe

Not
Important

X2 = 1.64 (critical)
df = 1

fe

Totals
23
27

0

50

0.39 (calculated)

Board of Education
Members from Counties
with Successful
Superintendents

15

12.6

18

19.4

0

1.1

33

Board of Education
Members from Counties
with Unsuccessful
Superintendents

20

22.4

36

34.6

3

1.9

59

35

Totals

3

54

X1 ~ 3.22 (critical)
df = 2

92

1.07 (calculated)

Superintendents

27

24.5

23

34.3

0

1.2

50

Board of Education
Members

35

37.5

54

52.7

3

1.8

92

62

Totals
X*
df

p
f

3.22 (critical)
2

77

3

142

3.00 (calculated)
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square of 0.81 was received.

The critical value of the Chi-square at

the .20 level of significance was 1.64 with one degree of freedom.

No

statistical significance was established.
When the responses from BMSS were compared with BMUS, no
statistical significance was established.
was established.

A Chi-square of 1,07

The critical value of the Chi-square at the ,20

level with two degrees of freedom was 3.22.
Nor was there any statistical significance established
between the responses collected from superintendents collectively
and board of education members collectively.

The critical value of

Chi-square for these groups of responses was 3.22 with two degrees of
freedom.

The computed Chi-square was 3.00.

Statistical data were

insufficient to reject the null hypothesis for hypothesis number two.

Hypothesis Number Three. The third hypothesis stated that
there has been a significant relationship between how the superintendent
perceived and responded to the educational goals and expectations that
the community had for him and his success.
tions of the Superintendency:

Table 13 entitled Percep

The Way the Superintendent Perceived and

Responded to the Educational Goals and Expectations of the Community
indicated that all but five of the respondents in all the categories
felt that this area was either critical or important to the success of
a superintendent.

Eight' successful superintendents and thirteen

unsuccessful superintendents felt that this was a critical area.

An

equal number— fourteen successful and fourteen unsuccessful superinten
dents— felt that this was an important area to the success of a
superintendent.

Eleven board members from successful counties and

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Table 13

Perceptions'of the Superintendency

Position Held
by
Respondents

The Way That a Superintendent Perceived and Responded to
the Educational Goals and Expectations
of the Community
Not
' Important

Totals

No
Response

Critical

Important

8

14

1

23

Unsuccessful Superintendents

13

14

2

29

Total Superintendents

21

28

'3

52

Board of Education
Members from Counties
with Successful
Superintendents

11

22

1

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

31

23

5

2

61

Total Board of
Education Members

42

45

5

3

95

Successful Superintendents
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thirty-one from unsuccessful counties felt this area was critical.
Twenty-two board members from successful counties and twenty-three from
unsuccessful counties felt this area was important to the success of a
superintendent.

The five respondents who felt that this was an unim

portant area were board members from unsuccessful counties.
When the Chi-square test was calculated on the information
that was reported in Table 13, the only significance was determined
between the responses given by BMSS and BMUS.

These statistical data

were included as Table 14 entitled Statistical Importance of the Way
That a Superintendent Perceived and Responded to the Educational Goals
and Expectations of the Community to His Success.

When the responses

between successful superintendents and unsuccessful superintendents
were compared, a Chi-square of 0.69 was established.

The critical

value of the Chi-square at the .20 level'of significance with one
degree of freedom was 1.64.

The evidence here was not sufficient

to reject the null hypothesis.
The responses from BMSS.and BMUS gave a calculated Chi-square
of 5.92.

The critical value of Chi-square at the .20 level of signi

ficance with two degrees of freedom was only 3.22.
was sufficient to reject the null hypothesis.

The evidence here

These data indicated

that BMUS placed a much greater emphasis on superintendent's communi
cation with the community than did BMSS.

BMUS felt that it was more

critical for the superintendent to respond to the goals of the
community than did BMSS.

When the responses from superintendents

totally were compared with board of education members totally, there
was no statistical significance.

The obtained Chi-square was 1.32.
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Table 14

Statistical Importance of the Way that a Superintendent Perceived
and Responded to the Educational Goals and Expectations
of the Community to His Success

Educational Goals
Position Held
by
Respondents
Successful Superintendents
Unsuccessful
Superintendents

Important

Not
Important

fo

fe

fo

fe

fo

8

9.4

14

12,6

0

11.6

14

15.4

0

Critical

13

21

Totals

28

fe
22
27
0

X*5 = 1.64 (critical)
df = 1

49

0.27 (calculated)

Board of Education
Members from Counties
with Successful
Superintendents

11

15.1

22

16.1

0

1.8

33

Board of Education
Members from Counties
with Unsuccessful
Superintendents

31

26.9

23

28.9

5

3.2

59

42

Totals

45

5

X2 = 3.22 (critical)
df = 2
*Significant at the .20 level.

92

5.92*(calculated)

Superintendents

21

21.9

28

25.4

0

1.7

' 49

Board of Education
Members

42

41.1

45

47.6

5

3.3

92

Totals
X2 = 3.22 (critical)
df = 2

63

73

5

141

1.32 (calculated)
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However, the critical value of the Chi-square at the .20 level of
significance with two degrees of freedom was 3.22.
The statistical data in Table 14 indicated that BMUS felt
that it was critical for a superintendent to respond to the goals of
the community while respondents from other categories did not feel that
it was as critical.

It was interesting to note that under the statis

tical reporting for hypothesis number one that answers from BMUS
showed statistical significance when they responded to the importance
of superintendents to communicate with the community.

Since the

narrative data from board members overwhelmingly listed communication
and public relations skills as important to the success of a superin
tendent, perhaps the BMUS needed to gain more insight into which areas
of communication were critical,

BMUS saw communication with the com

munity as more critical than did the respondents from other categories.
It appeared that BMUS have recognized the importance of a superinten
dent's communication with the community while BMSS have not.

There

were statistical data obtained to reject the null hypothesis for
hypothesis number three.
Hypothesis Number Four. That there has been a significant
relationship between the board of education's perceptions of its own
role and its expectations and role perceptions of the superintendent
and his success.was hypothesis number four.

The data to prove this

hypothesis, which were gathered by asking superintendents and board of
education members their perceptions of the importance of this area to
the superintendent's success, were tabulated in Table 15 entitled
Perceptions of the Superintendency: The Board of Education's
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Perceptions of Its Role and Its Expectations and Role Perceptions of
the Superintendent.

All respondents but two board of education members

from unsuccessful counties felt that this area was either important or
critical to the success of a superintendent.

Answers were fairly

evenly divided between critical and important.
None of the statistical computations conducted on any of the
categories of successful and unsuccessful superintendents, BMSS and
BMUS, and superintendents collectively and board of education members
collectively showed significance at the .20 level.

When the res

ponses of successful superintendents were compared with the responses
of unsuccessful superintendents, the calculated Chi-square was
0.00.

The critical value of Chi-square at the .20 level of

significance with one degree of freedom was 1.64.

When a Chi-square

of 0.23 was obtained on the responses from BMSS and BMUS, no signifi
cant difference was evident.

The critical value of the Chi-square at

the .20 level of significance here with two degrees of freedom was'
3.22.

When the total responses from superintendents were compared with

the total responses from board of education members, the Chi-square
obtained was 1.50.

The critical value of the Chi-square at the .20

level of significance with two degrees of freedom was 3.22.

The null

hypothesis was not rejected in this instance within any of the cate
gories tested.

All categories of respondents showed similar views of

the importance of role perceptions.

This indicated that the rankings

were similar but did not attempt to answer if the roles themselves
were viewed the same.

Table 16 entitled Statistical Data on the Board

of Education's Perceptions of Its Role and Its Expectations and Role
Perceptions of the Superintendent cited this calculated data.
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Table 15

Perceptions of the Superintendency

Position Held
by
Respondents

The Board of Education's Perceptions of Its Role
and Its Expectations and Role Perceptions of
the Superintendent
Critical

Important

Not
'Important

Totals

No
Response

Successful Superintendents

13

9

1

23

Unsuccessful Superintendents

16

11

2

29

Total Superintendents

29

20

3

52

Board of Education
Members from Counties
with Successful
Superintendents

17

16

1

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

' 26

30

. 2

3

61

43

46

2

4

95

Total Board of
Education Members

Table 16

Statistical Data on the Board of Education's Perceptions
of Its Role and Its Expectations and Role
Perceptions of the Superintendent

Role of Board of Education
Position Held
by
Respondents

Critical

Important

Not
Important

fo

fe

fo

fo

Successful Superintendents

13

13.0

9

Unsuccessful
Superintendents

16

16.0

11

29

Totals

fe
9.0

0

11.0

0

20

X2 = 1.64 (critical)
df = 1

fe
22
27
49

0
0.00 (calculated)

Board of Education
Members from Counties
with Successful
Superintendents

17

15.6

16

16.7

0

0.7

33

Board of Education
Members from Counties
with Unsuccessful
Superintendents

26

27.4

30

29.3

2

1.3

58

Totals

43

46

X2 = 3.22 (critical)
df = 2

91

2
0.23 (calculated)

Superintendents

29

25.2

20

23.1

0

0.7

49

Board of Education
Members

43

46.8

46

42.9

2

1.3

91

Totals
X2 = 3.22 (critical)
df » 2

72

66

2

140

1.50 (calculated)
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Statistical data were insufficient to reject the null hypothesis for
hypothesis number four.

Hypothesis Number Five. Hypothesis number five indicated
that there has been a significant relationship between the superin
tendent’s perceptions of his own role as a superintendent and his
success.

Responses to this question were again fairly evenly distri

buted between critical and important.

A higher percentage of super

intendents felt that this was a critical area than did board of
education members who responded.

At least one respondent out of every

category except unsuccessful superintendents indicated that this area
was unimportant.

The tabulations for this hypothesis were listed in

Table 17 entitled Perceptions of the Superintendent:

The Superinten

dents' Perceptions of Their Own Roles.
When statistical tests were calculated on the responses from
the various categories of successful and unsuccessful superintendents,
BMSS and BMUS, superintendents collectively, and board of education
members collectively, only the responses from superintendents and
board of education members showed significance at the ,20 leyel
of significance.

Table 18 entitled Statistical Data on the

Superintendent's Perceptions of His Own Role and His Success as a
Superintendent illustrated these data.

The Chi-square for the

responses from successful and unsuccessful superintendents was 0.67.
The critical value of the Chi-square at the .20 level of significance
with two degrees of freedom was 3.22.

This evidence was not sufficient

to reject the null hypothesis.
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Perceptions of the Superintendency

The Superintendents’ Perceptions of Their Own Roles
Position Held
by
Respondents
Critical

Important

10

11

Unsuccessful Superintendents

16

11

Total Superintendents

26

22

Board of Education
Members from Counties
with Successful
Superintendents

11

Board of Education
Members from Counties
with Unsuccessful
Superintendents
Total Board of
Education Members

1

No
Response

Totals

1

23

2

29

1

‘
3

52

21

1

1

34

19

37

3

2

61

30

58

4

3

95

165

Successful Superintendents

Not
Important

Table 18

Statistical Data on the Superintendent's Perceptions of His
Own Hole and Hiss Success as a Superintendent

Superintendent's Role
Position Held
by
Respondents

Critical

Important

fo

fe

fo

Successful Superintendents

10

11.7

11

Unsuccessful
Superintendents

16

14.3

11

fo

fe

9.9

1

0.4

12.1

0

22

0.6

27

1

22

26

Totals

fe

Not
Important

X2 = 3.22 (critical)
df = 2

49

0.67 (calculated)

Board of Education
Members from Counties
with Successful
Superintendents

11

10.8

21

20.8

1

1.4

33

Board of Education
Members from Counties
with Unsuccessful
Superintendents

19

19.2

37

37.2

3

2.6

59

Totals

58

30

4

X2 = 3.22 (critical)
df = 2
Superintendents

26

Board of Education
Members

30

Totals

92

0.22 (calculated)

56

19.5

22

36.5

58

27.8

1

52.2

4

80

X2 = 3.22 (critical)
df = 2
♦Significant at the .20 level.

1.7

49

3.3
5

92
141

5.70*(calculated)
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When responses from BMSS and BMUS were compared, the
statistical evidence reported was not sufficient to reject the null
hypothesis.

The Chi-square that was calculated was 0.22, while the

critical value of Chi-square was 3.22 at the .20 level with two degrees
of freedom.

When the responses from superintendents collectively were

matched with the responses from board of education members collec
tively, the results showed statistical significance at the .20 level.
The calculated Chi-square was 5.70 and 3.22 and would have shown
statistical significance at the .20 level with two degrees of freedom.
The evidence here was sufficient to reject the null hypothesis.
Superintendents have a much different view of their own role as it
related to their success than did board members.

Superintendents

were more concerned about their own role than were board of education
members concerned about the roles of their superintendents.

Statisti

cal data were sufficient to reject the null hypothesis for hypothesis
number five.

Rank Order of the Importance of
Perceptions of the Superintendency
In an attempt to determine if there were any significant
difference in the importance of hypotheses numbers two through five,
which all dealt with perceptions of superintendents and board of
education members about the superintendency itself, each respondent
was asked to rank order each of the statements from the original
hypotheses listing the most important statement as a determinant of
success of a superintendent as number one and continuing through
number four.

There were some inconsistencies between the rank orders
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given by the respondents within each category.

The number one cate

gory in importance fob board of education members was the educational
goals and expectations of the community for the superintendent.

The

number one category in importance as listed by superintendents was the
board of education's own role and its expectations and role perceptions
of the superintendent, The least important hypothesis, as reported
by the board of education members and superintendents alike, was the
superintendents' perceptions of their own roles.

The data tabulated

from the rank order of these hypotheses by superintendents and board
members were listed as Table 19 entitled Rank Order of the Importance
of Perceptions of the Superintendency.
The statistical data calculated for the rank orders of
hypotheses two through five which dealt with perceptions of the
superintendency showed significance in several areas.

When the res

ponses from BMSS were compared with the responses from BMUS when they
responded about the importance of organizational goals of the board of
education initially upon the superintendent's taking office, there was
established significance at the .20 level.

When the responses from

superintendents collectively were compared with the responses from
board of education members collectively when they rank ordered their
perceptions of the importance of the board of education’s own role
and its expectations and role perceptions of the superintendent and
his success, significance was determined at the .20 level.

When the

responses from BMSS were compared with BMUS as they related their per
ceptions about the importance of the superintendent's perceptions of
his own role to his success, there was significance at the .20 level.
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Rank Order of the Importance of Perceptions
of the Superintendency

Position Held
by
Respondents

Organizational Goals
of Board of Education
Initially Upon Taking
Office

Board of Education's
Own Role and Its Ex
pectations and Role
Perceptions of
Superintendents

Educational Goals
and Expectations
of the Community

Superintendents'
Perceptions of Their
Own Role
Totals

Rank Order

Rank Order

Rank Order

Rank Order

1

2

3

4

None

1

2

3

4

None

1

2

3

4

None

1

3

3

4

Successful
Superintendents

5

8

2

3

5

5

4

8

1

5

6

7

4

2

4

4

2

2

11

4

23

Unsuccessful
Superintendents

4

10

4

7

4

8

6

7

4

4

13

5

5

2

4

4

6

7

8

4

29

Total
Superintendents

None

9

18

6

10

9

13

10

15

5

9

19

12

9

4

8

8

8

9

19

8

52

Board of Education
Members from Counties
with Successful
Suoerinter.dents

11

10

4

2

7

8

6

10

3

7

1

13

9

4

7

8

3

4

11

8

34

Board of Education
Members frcn Counties
with Unsuccessful
Superintendents

16

13-

13

14

5

23

11

11

11

5

10

24

14

6

7

7

11

14

23

6

61

Total Board of
Education Members

27

23

17

16

12

31

17

21

14

12

11

37

23

10

14

15

14

18

34

14

95

Table 20 entitled Statistical Data on the Hank Order of the
Perceptions of the Importance of Organizational Goals of Board of
Education Initially Upon the Superintendent's Taking Office outlined
the statistical data for the rank order of this hypothesis.

The Chi-

square for the responses from successful and unsuccessful superinten
dents was 1.50.

The critical value of Chi-square with three degrees

of freedom was 4.64,
the .20 level.

No statistical significance was determined at

When the responses between BMSS and BMUS were compared,

a Chi-square of 5.64 was calculated.

The critical value of the Chi-

square at the .20 level of significance with three degrees of freedom
was 4.64.

The calculated Chi-square was sufficient enough to show

significance at the .20 level.for this part of the hypothesis.

BMSS

ranked organizational and educational goals higher than did BMUS.
When the responses from the superintendents and board members were
compared, there showed no significance at the ,20 level.

The critical

value of Chi-square with three degrees of freedom was 4.64,
square of only 3.96 was calculated.

A Chi-

For hypothesis number two,

BMSS ranked how the superintendents perceived and responded to the
organizational and educational goals of the board of education when
he initially took office as a critical element to his success later
in office.
Table 21 entitled Statistical Data on the Rank Order of the
Perceptions of the Importance of Educational Goals and Expectations
of the Community to the Success of Superintendents outlined the
statistical data for the rank order of this hypothesis.

No

responses from any of the reporting categories indicated a signifi
cance.

Chi-square for responses from successful and unsuccessful
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Table 20

Statistical Data on the Rank Order of the Perceptions of the Importance
of Organizational Goals of Board of Education Initially
Upon the Superintendent's Taking Office

Position Held
by
Respondents

Rank Order

fo

fe

fo

fe

fo

Successful
Superintendents

5

3.8

8

7.5

2

Unsuccessful
Superintendents

4

5.2

10

10.5

4

9

Totals

4

3

2

1

fo

fe

None

2.5

3

4.2

5

23

3.5

7

5.8

4

. 29

9

52

fe

6

18

10

1.50 (calculated)

X2 = 4.64 (critical]
df = 3

Board of Education
Members from
Counties with
Successful
Superintendents

11

8.8

10

7.5

4

Board of Education
Members from
Counties with
Unsuccessful
Superintendents

16 18.2

13

15.5

13

Totals

27

23

2

5.2

7

34

11.5 14

10.8

5

61

12

95

5.5

17

16

X2 = 4.64 (critical)
df = 3
♦Significant at the .20 level.
Superintendents
Board of Education
Members
Totals

Totals

5.64*(calculated)

9 12.3

18

14.0

6

7.8 10

8.9

9

52

27 23.7

23

27.0

17

15.2 16

17.1

12

95

21

147

36

X2 = 4.64 (critical!
df = 3

41

23

26

3.96 (calculated)
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superintendents was 1.87.

The critical value of Chi-square was 4.64

at the .20 level with three degrees of freedom.
and BMUS showed a Chi-square of 3.66.

Responses from BMSS

The critical value of Chi-

square at the .20 level of significance with three degrees of freedom
was 4.64.

The critical value of Chi-square at the .20 level of

significance with three degrees of freedom for responses from super
intendents and board members was 4.64.

The calculated Chi-square of

1.94 was too low to establish significance in this rank order chart.
All categories of respondents showed similar ranking of the importance
of educational goals and expectations of the community.
When the rank order data about the relationship between the
board of education's perceptions of its own role and its expectations
and role perceptions of the superintendent and his success were calcu
lated, a strong disagreement was seen between superintendents and
board members.

Table 22 entitled Statistical Data on the Rank Order

of the Perceptions of the Importance of Board of Education's Own Role
and Its Expectations and Role Perceptions of the Superintendent to the
Success of Superintendents outlined the statistical data for the rank
order of this hypothesis.

When the responses from successful super

intendents and unsuccessful superintendents were compared, a Chisquare of 2.25 was achieved.

Since the critical value of Chi-square

at the .20 level of significance with three degrees of freedom was
4.64, the calculated Chi-square was too low to show statistical
significance.
When the responses from BMSS and BMUS were compared, a Chisquare of 3,51 was obtained.

This 3.51 was not high enough to meet
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Table 21

Statistical Data on the Rank Order of the Perceptions of the
Importance of Educational Goals and Expectations of the
Community to the Success of Superintendents

Position Held
by
Respondents

Rank Order
2

1
fe

fo

4

3

fo

fe

fe

fo

fo

fe

None

Totals

Successful
Superintendents

5

5,4

4

4.2

8

6.3

1

2.1

5

23

Unsuccessful
Superintendents

8

7.6

6

5.8

7

"8.7

4

2.9

4

29

9

52

13

Totals

5

15

10

X2 = 4.64 (critical)
df = 3
Board of Education
Members from
Counties with
Successful
Superintendents

8

Board of-Education
Members from
Counties with
Unsuccessful
Superintendents

23

1.87 (calculated)

10.1

6

5.5

10

20.9 11

11.5

11

31

Totals

17

3

4.6

7

34

14.2 11

9.4

5

61

12

95

6.8

14

21

X2 = 4.64 (critical)
df = 3

3.66 (calculated)

Superintendents

13

15.0 10

9.2

15

12.3

5

6.5

9

52

Board of Education
Members

31

29.0 17

17.8

21

23.7 14

12.5

12

95

21

147

Totals

44

X2 = 4.64 (critical)
df = 3

27

36

19

1.94 (calculated)
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Table 22

Statistical Data on the Rank Order of the Perceptions of the
Importance of Board of Education’s Own Role and Its
Expectations and Role Perceptions of the Superin
tendent to the Success of Superintendents

Position Held
by
Respondents

Rank Order
fo

fe

fo

fe

fo

fe

8.2

7

5.2

4

3.9

2

1.7

10.8

5

6.8

5

5.1

2

fe

fo

Successful
Superintendents

6

Unsuccessful
Superintendents

13

12

19

Totals

4

3

2

1

9

X2 = 4.64 (critical)
df = 3

Board of Education
Members from
Counties with
Successful
Superintendents

3.7 13

12.3 ■ 9

Board of Education
Members from
Counties with
10
Unsuccessful
Superintendents

7.3 24

24.7

23

2.3

4

29

4

8

52

11

4

3.3

7

34

14' 15.3

6

6.7

7

61

14

95

23

37

1°

3.51 (calculated)

19

10.6 12

17.2

9

Board of Education
11
Members

19.4 37

31.8

23

Totals

4

7.7

X2 = 4.64 (critical)
df = 3

Superintendents

Totals

2,25 (calculated)

1

Totals

None

30

49

4

4.9

8

52

20.7 10

11.3

9.1

14

95

22

147

32

14

X2 = 4.64 (critical)
13.85*(calculated)
df = 3
*Significant at the ,20 level.
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the critical value of Chi-square at the .20 level of significance with
three degrees of freedom which was 4.64.
was determined here.

No statistical significance

However, the Chi-square calculated when the

responses from superintendents and board members were compared was
very high— 13.85.

The critical value of Chi-square at the .20 level

of significance with three degrees of freedom was only 4.64.
level of significance was achieved there.

A high

Superintendents and board

of education members strongly disagreed as to the importance of the
roles of the two groups.

These responses were significant because of

the great discrepancy of opinion between superintendents and board
members.

Since these were the two groups of people whose success was

directly related, careful thought should be given to these responses.
If there was such strong disagreement between superintendents and
boards of education as to the importance of this hypothesis, this
information should be made available to superintendents and board
members in an attempt to bring these opinions closer together.
When the rank order data for hypothesis number five were
calculated, BMSS ranked the importance of the perceptions of the
superintendent's own role to his success as a superintendent slightly
higher than did BMUS.

Table 23 entitled Statistical Data on the Rank

Order of the Perceptions of the Importance of Superintendents'
Perceptions of Their Own Role to Their Success as Superintendent
tabulated rank order data for this hypothesis.

When the responses

from successful superintendents were compared with the responses from
unsuccessful superintendents, a Chi-square of only 4.52 was obtained.
A Chi-square of 4.64 would have been necessary to achieve significance
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Table 23

Statistical Data on the Rank Order of the Perceptions of the
importance of Superintendents' Perceptions of Their Own
Role to Their Success as Superintendent

Position Held
by
Respondents

Rank Order

fe

fo

Successful
Superintendent s

4

Unsuccessful
Superintendents

4

fo

3.5

2

4.5

6

Totals

fe

fo

fe

fo

fe

None

Totals

3.5

2

3.9

11

8.2

4

23

4.5

7

5.1

8

10.8

4

29

8

52

19

9

8

8

4

3

2

1

4.52 (calculated)

X2 = 4.64 (critical)
df = 3
Board of Education
Members from
Counties with
Successful
Superintendents

8

4.8

3

Board of Education
Members from
Counties with
Unsucc'essful
Superintendents

7

10.2

11

Totals

4

5.8

11

10.9

8

34

9.5 14

12.2

23

23.1

6

61

14

95

4.5

18

14

15

X2 = 4.64 (critical)
df = 3
♦Significant at the
8

8.1

8

Board of Education
15
Members

14.9

14

Superintendents

Totals

23

X2 b 4.64 (critical)
df «» 3

22

34

4.65*(calculated)
20 level.
9

9.5

19

18.7

8

52

14.3 18

17.5

34

34.3

14

95

22

147

7.7

27

53

0.07 (calculated)
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at the .20 level with three degrees of freedom.
BMSS and BMUS showed a Chi-square of 4.65.

The responses from

This 4.65 was slightly

above the critical value of Chi-square at the .20 level of signifi
cance with three degrees of freedom.

No significance was determined

when the responses from superintendents and board members were
compared.

The Chi-square obtained was only 0.07, and a Chi-square

of 4.64 would have been necessary to show significance at the .20
level with three degrees of freedom.

The lack of statistical

significance in this situation indicated that the respondents agreed
in their rankings of the importance of superintendents' perceptions
of their own roles.

Hypothesis Number.Six.

Hypothesis number six predicted that

there has been no significant relationship between age, experience
in education, and/or highest degree held and actual success as a
superintendent when compared with the above hypotheses.

The data

to support this above hypothesis were collected from all respondents
when they were asked as a more specific representation to rank order
the categories of communication, perceptions of the position, and
personal data, listing the most important area as number one and
continuing through number three.

Before the respondents were asked

to rank order the information from the hypotheses, however, they were
asked to report their perceptions about personal data more specifically.
Table 24 entitled Perceptions of the Importance of Personal Data to the
Success of Superintendents indicated that few superintendents or board
members felt that age was critical to the success of a superintendent,
and a great many felt that it was important.
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Perceptions of the Importance of Personal Data
to the Success of Superintendents

Age

Position Held
by
Respondents

Totals
Critical

Successful Superintendents

Important

Not
Important

No
Response

16

4

3

23

12

4

29

16

7

52

Unsuccessful Superintendents

2

11

Total Superintendents

2

• 27

Board of Education
Members from Counties
with Successful
Superintendent s

1

16

16

1

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

3

18

35

5

61

Total Eoard of
Education Members

4

34

51

6

95

When the data from Table 24 on page 178 were calculated
statistically, significance was ascertained between the respondents
in some categories.

Successful superintendents felt that age was

important, and superintendents collectively felt that age was more
important than did board members.

The statistical data to support the

importance of age to the success of a superintendent were tabulated in
Table 25 entitled Statistical Data on the Perceptions of the Impor
tance of Age to the Success of Superintendents.

When the responses

from successful and unsuccessful superintendents were compared,
significance was determined at the .20 level.
was attained.

A Chi-square of 4.95

This 4.95 was well over the critical value of Chi-

square at the .20 level of significance with two degrees of freedom—
3.22.

Age was a critical qualification as was indicated by successful

superintendents.

This statistical data correlated with age data on

superintendents reported earlier.
successful.

Older superintendents were more

Successful superintendents were older, and successful

superintendents perceived that their age was important to their
success as a superintendent.

Successful superintendents were more

likely to hold a position longer and would, therefore, be older.
Part of this relationship was due to the method of defining a
successful superintendent.
There was no statistical significance between the responses
that were given by BMSS and those given by BMUS.

This lack of signi

ficant difference supported hypothesis number six which indicated
that age, experience in education, and/or highest degree held made
less of a difference to the success of a superintendent than did
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Table 25

Statistical Data on the Perceptions of the Importance
of Age to the Success of Superintendents

Age
Position Held
by
Respondents

Critical
fo

Important

fe

fo

fe

Not
Important
fo

fe

Totals

Successful Superintendents

0

0.9

16

12.0

4

7.1

20

Unsuccessful
Superintendents

2

1.1

11

15.0

12

8.9

25

Totals

2

16

27

X2 = 3.22 (critical)
df = 2

45

4.95*(calculated)

Board of Education
Members from Counties
with Successful
Superintendents

1

1.5

16

12.6

16

18.9

33

Board of Education
Members from Counties
with Unsuccessful
Superintendents

3

2.5

18

21.4

35

32.1

56

Totals

4

34

x2 = 3.22 (critical)
df = 2

89

51.
2.41 (calculated)

Superintendents

2

2.0

27

20.5

16

22.5

45

Board of Education
Members

4

4.0

34

40.5

51

44.5

89

Totals

4

61

67

134

X2 = 3.22 (critical)
5.95*(calculated)
df = 2
*Significant at the .20 level.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

181
the previously listed hypotheses.

The critical value of Chi-square

was 3.22 at the .20 level of significance with two degrees of freedom.
The calculated Chi-square was only 2.41.

However, when the responses

from superintendents and board members were compared, significance was
determined at the .20 level with two degrees of freedom.

The critical

value of Chi-square was 3.22, and a Chi-square of 5.95 was procured.
Superintendents collectively felt age was more important than did
board members.

Superintendents may very well have emphasized age

more than was necessary as a determinant of their success since board
of education members did not see it as a critical area.
Table 26 entitled Perceptions of the Importance of Personal
Data to the Success of Superintendents:

Highest Degree Held reported

how the respondents felt about the importance of the highest degree
that a superintendent held to his success as a superintendent.

A

majority of superintendents and board members felt that this was an
important area, but there were more from every category who felt that
it was unimportant than those who felt it was critical.

When this

above.data were tested statistically, there was not enough evidence
from any area to prove a significance at the .20 level of signifi
cance.

Table 27 entitled Statistical Data on the Perceptions of the

importance of the Highest Degree Held to the Success of Superinten
dents provided the above statistical data.

The critical value of

Chi-square for the responses from successful and unsuccessful superin
tendents was 3.22 at the .20 level of significance with two degrees
of freedom.

The calculated Chi-square was only 0,71.

Neither was

the tabulated Chi-square of 0.55 high enough to show significance
at the .20 level between the responses from BMSS and BMUS.

The
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Perceptions of the Importance of Personal Data
to the Success of Superintendents

Highest Degree Held
Position Held
by
Respondents

Critical

Important

Not
important

No
Response

Totals

Successful Superintendents

1

16

3

3

23

Unsuccessful Superintendents

3

18

4

4

29

Total Superintendents

4

• 34

4

4

52

Board of Education
Members from Counties
with Successful
Superintendents

2

24

7

1

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

2

40

15

4

61

Total Board of
Education Members

4

64

22

5

95

Table 27

Statistical Data on the Perceptions of the Importance of the
Highest Degree Held to the Success of Superintendents

Highest Degree Held
Position Held
by
Respondents

Important

Not
Important

fo

fe

fo

1.8

16

15.1

3

2.2

18

18.9

4

Critical
fe

fb
Successful Superintendents

1

Unsuccessful
Superintendent s

3
4

Totals

3.1
3.9

X2 = 3.22 (critical)
df = 2

20'
25
45

7

34

Totals

fe

0.71 (calculated)

Board of Education
Members from Counties
with Successful
Superintendents

2

1.5

24

23.5

7

8.1

33

Board of Education
Members from Counties
with Unsuccessful
Superintendents

2

2.5

40

40.5

15

13.9

57

Totals

64

.4

90

22

X2 = 3.22 (critical)
df = 2

0.55 (calculated)

Superintendents

4

2.7

34

32.7

7

9.7

45

Board of Education
Members

4

5.3

64

65.3

22

19.3

90

Totals
X2 = 3.22 (critical)
df = 2

8

98

29

135

2.19 (calculated)
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critical value of Chi-square with two degrees of freedom was 3.22,
The critical value of Chi-square at the .20 level of significance with
two degrees of freedom for the responses from superintendents and
board members was 3.22.

The achieved Chi-square was 2.19.

This data

indicated that all categories of respondents felt that the highest
degree held was not critical to the success of superintendents.
Of the three areas specified within this hypothesis, exper
ience in education was indicated by board of education members and
superintendents alike as being .more critical than age of a superinten
dent or highest degree held.

Only three superintendents and three

board of education members felt that experience in education was
unimportant.

Table 28 entitled Perceptions of the Importance of

Personal Data to the Success of Superintendents:

Experience in

Education reported a tabulation of the above data.
When the data about the importance of experience in education
were tested statistically, no statistical significance was noted.
The evidence was insufficient to prove a significance at the .20
level of significance.

Table 29 entitled Statistical Data on the

Perceptions of the Importance of Experience in Education to the Suc
cess of Superintendents tabulated this data.

The Chi-square achieved

when the responses from successful superintendents and unsuccessful
superintendents were compared was 1.71,

Since the critical value of

Chi-square at the .20 level of significance with two degrees of free
dom was 3.22, this 1.71 was insufficient to establish a statistical
significance.

Since the critical value of Chi-square at the .20

level of significance with two degrees of freedom was 3,22 when the
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Position Held'
by
Respondents

Experience in Education

Critical

Important

Successful Superintendents

13

5

Unsuccessful Superintendents

17

8

Total Superintendents

30

• 13

Board of Education
Members from Counties
with Successful
Superintendents

15

18

Board of Education
Members from Counties
with Unsuccessful
Superintendents

34

20

Total Board of
Education Members

49

38

Not
Important
3

No
Response

Totals

2

23

4

29

6

52

1

34

3

4

61

3

5

95

3
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Perceptions of the Importance of Personal Data
to the Success of Superintendents

Table 29

Statistical Data on the Perceptions of the Importance of Experience
in Education to the Success of Superintendents

Experience in Education
Position Held
by
Respondents

Critical

Important

fo

fe

fo

Successful Superintendents

13

13.7

5

Unsuccessful
Superintendents

17

16.3

8

fo

fe

5.9

3

1.4

7.1

0

13

30

Totals

Not
Important

fe

1.6

21
25
46

3

X2 = 3.22 (critical)
df
2

Totals

1.71 Ccalculated)

Board of Education
Members from Counties
with Successful
Superintendents

15

18.0

18

13.9

0

1.1

33

Board of Education
Members from Counties
with Unsuccessful
Superintendents

34

31.0

20

24.1

3

1.9

57

Totals

49

90

3

38

X2 = 3.22 (critical)
df = 2

2.84 (calculated)

Superintendents

30

26.7

13

17.3

3

2.0

Board of Education
Members

49

52.3

38

33.8

3

4.0

Totals
X2 = 3.22 (critical)
df = 2

79

51

6

■ 46
90
136

2.89 (calculated)
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responses from BMSS and BMUS were compared, the calculated Chi-square
of 2.84 was too low to establish significance.

The Chi-square that

was achieved when the responses of superintendents and board members
were compared was 2.89.

The critical value of Chi-square at the .20

level of significance with two degrees of freedom was 3.22.
statistical significance was determined.

No.

These results were interesting

in that experience in education was indicated most by superintendents
and board members as being more critical than age or highest degree
held to the success of a superintendent.

The Chi-square tests indi

cated that all categories of respondents agreed that experience in
education was at least important to the success of a superintendent,
if not critical.
Table 30 entitled Rank Order of the Perceptions of the Impor
tance of Personal Data to the Success o f •Superintendents showed more
graphically that superintendents and board members alike perceived
experience in education to be more important to the success of a
superintendent than age and his.highest degree held.

Neither age nor

highest degree held were felt to be very critical to the superinten
dent's success in office.

This information was indicated when the

respondents were asked to rank order their perceptions of age, highest
degree held, and experience in education as they related to success
of the superintendent.
When the rank orders of the perceptions that respondents had
about the importance of age, highest degree held, and experience in
education were tested statistically, superintendents again ranked age
as being more important to the success of a superintendent,

BMSS
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Table 30

Rank Order of the Perceptions of the Importance of Personal
Data to the Success of Superintendents

Age
Position Held
by
Respondents

Highest Degree
Held

Experience in
Education

Rank Order

Rank Order

Totals
Rank Order
1

Successful
Superintendents

2

3

1

2

3

1

2

3

12

7

4

2

7

10

4

16

2

1

4

23

2

3

29

3

7

52

6

34

None

None

None

Unsuccessful
Superintendents

2

9

15

3

1

15

10

3

24

Total
Superintendents

2

21

. 22

7

3

22

20

7

40

2

2

8

18

6

.5

16

7

6

22

6

6

10

37

8

2

42

11

6

47

6

3

5

61

8

18

55

14

7

58

18

12

69

12

3

11

95

Board of Education
Members from Counties
with Successful
SuDerintendents
Board of Education
Members from Counties
with Unsuccessful
Superintendents
Total Board of
Education Members

189
ranked the importance of highest degree held as more critical to the
success of a superintendent.

Board of education members collectively

ranked the importance of a degree higher to the success of a superin
tendent, and superintendents ranked experience in education as more
important to the success of a superintendent than did board members.
With the variation in responses from each category of respondents as
was confirmed by the statistical data, it was not surprising that
superintendents were not surviving in office.

There was no common

ground established as to what really was most important to the success
of a superintendent of schools.
Table 31 entitled Statistical Data on the Rank Order of the
Perceptions of the Importance of Age to the Success of Superintendents
showed the statistical data of age as important to the success of a
superintendent when compared with highest degree held and experience
in education.

The critical value of Chi-square at the .20 level of

significance with two degrees of freedom when the responses from
successful and unsuccessful superintendents were compared was 3.22.
When the calculated Chi-square of 2.94 was achieved, it was too low to
show a significant difference.

No statistical significance was deter

mined when the responses from BMSS and the responses from BMUS were
compared.

The Chi-square of 1.18 was not sufficient since the

critical value of Chi-square at the ,20 level of significance with
two degrees of freedom was 3.22.

Significance was determined at the

.20 level of significance with two degrees of freedom, however, when
the responses from superintendents and board of education members were
compared.

The calculated Chi-square was 8.37, and the critical value
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Statistical Data on the Rank Order of the Perceptions of the
Importance of Age to the Success of Superintendents

Position Held
by
Respondents

Rank Order
2

1
fo

Successful
Superintendents

0

Unsuccessful
Superintendents

2

Totals

3

fo

fe

fo

.8

12

8.9

7

9.3

1.2

9

12.1 ' 15

12.7

fe

2

21

Totals

fe

22

X2 = 3.22 (critical)
df = 2

4

23

3

29

7

52

2.94 (calculated)

Board of Education
Member's from Counties
with Successful
Superintendents

2

2.8

8

6.2

18

19.0

6

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

6

6.2

10

11.8

37

36.0

8

61

. 14

95

Totals

8

18

55

X2 = 3.22 (critical)
df = 2

1.18 (calculated)

Superintendents

2

3.6

21

13.9

22

27.5

7

52

Board of Education
Members

8

6.4

18

25.1

55

49.5

14

95

21

147

Totals

10

39

X2 = 3.22 (critical)
df = 2
♦Significant at the .20 level.

77

8.37*(calculated)
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of Chi-square was only 3.22.

The Chi-square tests indicated that

superintendents differed greatly from board of education members.
Superintendents ranked age as more Important to success.

This

significance again reflected that these two groups of respondents
viewed the role and qualifications of the superintendent in markedly
different terms.
Table 32 entitled Statistical Data on the Rank Order of the
Perceptions of the Importance of Highest Degree Held to the Success
of Superintendents represented the data of how respondents rank
ordered the importance of the highest degree that a superintendent
held to his success as a superintendent.

BMSS ranked the importance

of highest degree held as being more important than age or experience
in education to the success of a superintendent.

Perhaps this indi

cated that BMSS have had successful superintendents who have, in the
past, had higher degrees.

When the responses of board members

collectively were compared with the responses of superintendents
collectively, board members again ranked highest degree held by a
superintendent as being critical.
The Chi-square which was obtained when the responses between
successful and unsuccessful superintendents were compared was only
2.21.

This was not high enough to meet the critical value of Chi-

square at the .20 level of significance with two degrees of freedom
which was 3.22.

The Chi-square of 5.64 did establish a significant

difference between the responses from BMSS and BMUS because the
critical value of Chi-square with two degrees of freedom was only
3.22 at the .20 level of significance.

BMUS placed a higher ranking
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Statistical Data on the Rank Order of the Perceptions
of the Importance of the Highest Degree Held
to the Success of Superintendents

Position Held
by
Respondents

Rank Order
2

1
fe

fo

Successful
Superintendents

2

Unsuccessful
Superintendents

.1

fo

1.3

7

1.7

15

fo

fe

9.3

10

8.4

12.7

10

11.6
20

22

3

Totals

3
fe

None
4

Totals
23

3

29

7

52

2.21 (calculated)

X2 = 3.22 (critical)
df = 2

Board of Education
Members•from Counties
with Successful
Superintendents

5

2.4

16

19.6

7

6.1

6

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

2

4.6

42

38.4

11

11.9

6

61

. 12

95

18

58

7

Totals

5.64*(calculated)

X2 = 3.22 (critical)
df = 2

Superintendents

3

3.5

22

28.1

20

13.4

7

52

Board of Education
Members

7

6.5

58

51.9

18

24.6

12

95

19

147

Totals

10

80

X2 a 3.22 (critical)
df = 2
♦Significant at the .20 level.

38

7.26*(calculated)
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on the importance of the highest degree held than did BMSS.

Signifi

cance was also determined at the .20 level of significance when the
responses between superintendents and board of education members were
compared.

A Chi-square of 7.26 was achieved when the critical value

of Chi-square with two degrees of freedom was only 3.22.

Again,

superintendents and board members showed strikingly different views
as to the qualifications of a successful superintendent.
Table 33 entitled Statistical Data on the Rank Order of the
Perceptions of the Importance of Experience in Education to the
Success of Superintendents reported data similar to that listed above
for age and highest degree held.

The only statistical significance

that was determined was that superintendents ranked experience higher
than did board of education members.

The calculated Chi-square

between the responses from successful and unsuccessful superintendents
was 0.90.

This was not high enough to meet the critical value of the

Chi-square at the .20 level of significance with two degrees of freerdom which was 3.22.

When the responses from BMSS and BMUS were

compared, a Chi-square of 1.65 was achieved.

This was not sufficient

to meet the 3.22 critical value of Chi-square at the .20 level of sig
nificance with two degrees of freedom.

Statistical significance was

determined, however, between the responses from superintendents and
baord of education members at the .20 level of significance with two
degrees of freedom.

The critical value of Chi-square was 3.22, and

the obtained Chi-square was 3.38.

Superintendents ranked experience

in education higher than did board of education members to the success
of a superintendent.

Again, the superintendents and board members
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Table 33

Statistical Data on the Rank Order of the Perceptions
of the Importance of Experience in Education
to the Success of Superintendents

Position Held
by
Respondents

Rank Order
3

2

1
fo

fe

fo

fe

fo

Successful
Superintendents

16

16.9

2

0.8

1

Unsuccessful
Superintendents

24

23.1

0

1.2 ’

2

2

40

Totals

fe
1.3
1.7
3

None

Totals
23

4
3

29

7

52

0.90 (calculated)

X2 = 3.22 (critical)
df = 2

.

Board of Education
Members from Counties
with Successful
Superintendents

22

23.0

6

4.0

0

1.0

6

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

47

46.0

6

8.0

3

2.0

5

61

. 11

95

12

69

Totals

3

1.65 (calculated)

X2 = 3.22 (critical)
df = 2

Superintendents

40

Board of Education
Members

69

Totals

109

38.0

2

71.0

12

4.9

3

9.1

3

14

X2 = 3.22 (critical)
df = 2
♦Significant at the .20 level.

6

2.1

7

52

3.9

11

95

18

147

3.38*(calculated
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disagreed as to the importance of the factors which might account for
the success of a superintendent.
Table 34 entitled Rank Order of the Importance of Perceptions
of the Superintendency, Perceptions of Personal Data, and Perceptions
of Communication Skills to the Success of Superintendents gave the
necessary rank order data to validate what hypothesis number six pre
dicted; namely, that there was no statistical significance between age,
highest degree held, and experience in education and success of a
superintendent when compared to perceptions of the position of super
intendent and communication skills.

Superintendents and board members

alike felt that communication skills were more important than either
the superintendent's perceptions of his position or his personal data.
Perceptions that superintendents have of their position were the next
most critical area to success, and personal data was indicated as b
being the least important of all.
When the statistical data for this information were tabulated,
little difference was found in the views of various respondents.
Superintendents ranked communication skills as being more important
than the other areas, and although a slight significant difference
was shown between the responses from BMSS and BMUS as they reported
to the importance of personal data to the success of a superintendent,
the numbers in the cells were too small to establish any real basis
for testing this null hypothesis at the .20 level of significance.
Table 35 entitled Statistical Data on the Rank Order of the Percep
tions of the Importance of Communication Skills to the Success of
Superintendents showed a statistical significance only in the responses
given by superintendents collectively.

The Chi-square obtained when
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The Superintendency
Position Held
by
Respondents

Rank Order
1

2

Successful
Superintendents

9

14

Unsuccessful
Superintendents

14

10 .

Total
Superintendents

23

Board of Education
Members from Counties
with Successful
Superintendents
Board of Education
Members from Counties
with Unsuccessful
Superintendents
Total Board of
Education Members

Personal Data

3

Communication Skills

Rank Order
None

1

2

3

Rank Order
None

23

1

2

15

8

3

None
23

3

2

2

2

23

2

12

14

1

2

29

24

•3

2

2

2

46

2

27

22

1

2

52

14

15

3

2

2

1

19

12

18

13

1

2'

34

20

28

8

5

1

8

45

7

33

16

7

5

61

34

43

11

7

3

9

64

19

51

29

8

7

95

196
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Rank Order of the Importance of Perceptions of the Superintendency,
Perceptions of Personal Data, and Perceptions of Communication
Skills to the Success of Superintendents

Table 35

Statistical Data on the Rank Order of the Perceptions
of the Importance of Communication Skills
to the Success of Superintendents

Position Held
by
Respondents

Rank Order

fo

fe

Successful
Superintendents

15

12.4

8

Unsuccessful
Superintendents

12

14.6

14

Totals

3

2

1
fo

27

fe

fo

fe

10.1

0

0.5

11.9 ’

1

22

0.5
1

X2 = 3.22 (critical)
df = 2

None

Totals

0

23

2

29

2

52

1.80 (calculated)

Board of Education
Members from Counties
with Successful
Superintendents

18

18.5

13

10.5

1

2.9

2

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

33

32.5

*6

18.5

7

5.1

5

61

. 7

95

Totals

51

8

29

X2 = 3.22 (critical)
df = 2

2.89 (calculated)

Superintendents

27

Board of Education
Members

51

Totals

78

28.3

22

49.7

29

18.5

1

32.5

8

51

X2 = 3.22 (critical)
df = 2
♦Significant at the .20 level.

3.3
5.7
9

2

52

7

95

9

147

3.60 *(calculated)
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the responses of successful and unsuccessful superintendents were
compared was 1.80.

This was not sufficient to meet the critical value

of Chi-square at the .20 level of significance with two degrees of
freedom which was 3.22.
Neither was the obtained Chi-square of 2.89 from BMSS and BMUS
high enough to show significance at the .20 level with two degrees of
freedom.

The critical value of Chi-square was 3.22.

The Chi-square

of 3.60 was sufficient to show significance at the .20 level of
significance with two degrees of freedom when the responses from
superintendents and board members were compared.

Superintendents

perceived communication skills as critical or important to the
success of a superintendent.

Board members also felt that communica

tion skills were critical or important to the success of a superin
tendent but to a lesser degree.
Table 36 entitled Statistical Data on the Rank Order of the
Perceptions of the Importance of the Superintendency to the Success of
Superintendents showed the same information for hypotheses two through
five.

No significance was determined within any response category

at the .20 level of significance with two degrees of freedom.
The Chi-square of 2.59 which was achieved when the responses from
successful and unsuccessful superintendents were compared was not high
enough to reach the critical value of Chi-square which was 3.22.

The

Chi-square of 0.77 which was received when the responses from BMSS and
BMUS were compared was not sufficient to reach the critical value of
Chi-square here which was 3.22,

Since the critical value of Chi-

square was also 3.22 when the responses from superintendents and
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Table 36
Statistical Data on the Rank Order of the Perceptions
of the Importance of the Superintendency
to the Success of Superintendents

Position Held
by
Respondents

Rank Order
3

2

1
fo

fe

fo

fe

fo

Successful
Superintendents

9

10.6

14

11.0

0

Unsuccessful
Superintendents

14

12.4

10

13.0 ‘

3

24

23

Totals

None

Totals

1.4

0

23

1.6

2

29

2

52

fe

3

2.59 (calculated)

X2 = 3.22 (critical)
df = 2

Board of Education
Members from Counties
with Successful
Superintendents

14

12.4

15

15.6

3

4.0

2

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

20

21.6

28

27.4

8

7.0

5

61

7

95

43

34

Totals

11

0.77 (calculated)

X2 = 3.22 (critical)
df = 2
Superintendents

23

Board of Education
Members

34

Totals
X2 = 3.22 (critical)
df = 2

57

20.7

24

36.3

43
67

24.3

3

42.7

11

5.1
8.9
14

2

52

7

95

9

147

1.75 (calculated)
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board members were compared, the achieved Chi-square of 1.75 was too
low to show a significant difference.

This indicated that each of the

categories of respondents agreed as to the relative importance of the
perceptions of the superintendency to the success of superintendents.
Table 37 entitled Statistical Data on the Rank Order of the
Perceptions of the importance of Personal Data to the Success of
Superintendents showed the same statistical information that was
reported on the other areas.

Only a slight significance was deter

mined between the responses of BMSS and BMUS.

The critical value

of Chi-square from each response category was 3.22 with two degrees
of freedom at the .20 level of significance.

The obtained Chi-square

between the responses from successful and unsuccessful superintendents
was too low— 0.59.

The Chi-square obtained when responses from BMSS

and BMUS was 3.48 which showed a slight significance here.

When the

responses from superintendents and board members were compared, the
Chi-square of 2.33 which was obtained was too low to establish a
significant difference.

Summary
The statistical data that were calculated on the six hypo
theses that were established for this study substantiated the
following results:
1.

Although the statistical data for hypothesis number one

itself did not show significance at the .20 level, the rank order
statistical data for that hypothesis showed that there has been a
significant relationship between the ability of a school superinten
dent to communicate with his board of education, his staff, and his
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Table 37

Statistical Data on the Rank Order of the Perceptions
of the Importance of Personal Data to the
Success of Superintendents

Position Held
by
Respondents

Rank Order
3

2

1
fo

fe

fo

fe

fo

Successful
Superintendents

0

0.9

0

0.9

23

Unsuccessful
Superintendents

2

1.1

2

1.1

23

Totals

2

fe
21.2
24.8
46

2

None

Totals

0

23

2

29

2

52

0.59 (calculated)

= 3.22 (critical)
df = 2

Board of Education
Members from Counties
with Successful
Superintendents

2

0.9

1

2.6

19

18.5

12

34

Board of Education
Members from Counties
with Unsuccessful
Superintendents

1

2.1

8

6.4

45

45.5

7

61

19

95

3

Totals

64

9

X^ = 3.22 (critical)
df = 2
♦Significant at the .20 level.
Superintendents

2-

Board of Education
Members

3

Totals
X2 = 3,22 (critical)
df = 2

5

2.0

2

3.0

9
11

.

3.48*(calculated)

4.4

46

43.7

6.6

64

66.3
110

2

52

19

95

21

147-

2.33 (calculated)
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community and his success as a superintendent.

BMSS ranked the

ability of a superintendent to communicate with his respective board
of education as more important to the success of a superintendent than
did BMUS.

Superintendents felt that communication with the board of

education was more important to the success of a superintendent than
did board of education members themselves.

Board of education members

felt that communication with the staff was more important to the
success of a superintendent than did superintendents themselves.
Boards of education apparently saw the communication of superinten
dents with boards of education as being sufficient while they felt
communication with the staff could be improved.

The superintendents

felt that they needed to improve communication with the board of
education but were not specifically concerned with their communication
with the staff.

BMUS thought it was more important for the superin

tendent to communicate with the community to be successful than did
BMSS.

Board of education members felt that communication with the

community was more critical to the success of-a superintendent than
did superintendents.
2,

There has been no statistically significant relationship

between how the superintendent perceived and responded to the organi
zational and educational goals of the board of education when he
initially took office and his success as a superintendent later in
office.
3.

There has been a significant relationship between how the

superintendent perceived and responded to the educational goals and
expectations that the community had for him and his success.

BMUS
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felt that it was critical for any superintendent to respond to the
goals of the community in order to achieve success.
4.

There has been no significant relationship between the

board of education's perceptions of its own role and its expectations
and role perceptions of the superintendent and his success.
5.

There has been a significant relationship between the

superintendent's perceptions of his own role as a superintendent and
his success.

Superintendents were more concerned about their own

roles than were board of education members concerned about superin
tendents' roles.
6.

There has been less relationship between age, experience

in education, and/or highest degree held and actual success as a
superintendent when compared with the above hypotheses.

Successful

superintendents felt that age was more important than either highest
degree held or experience in education to the success of a superinten
dent, and superintendents collectively felt that age was more impor
tant to the success of a superintendent than board of education
members.

Successful superintendents also ranked highest degree held

as being important.

When the responses from superintendents and

board members were calculated statistically, board members felt that
the highest degree held by a superintendent was important, and
superintendents ranked experience in education higher.

However, when

this hypothesis was compared with the other five hypotheses, only the
ability of a superintendent to communicate showed real significance.
Personal data were deemed less important to the success of a superin
tendent than communication skills.

Perceptions of the superintendents
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collectively were rated less important than personal data when per
sonal data were analyzed collectively as onr. hypothesis rather than
singularly by age, highest degree held, and experience in education.
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Chapter VII

SUMMARY, FINDINGS, CONCLUSIONS,
AND RECOMMENDATIONS

Summary
The purposes of this study were to collect and analyze the
perceptions of board of education members, superintendents of schools,
and former superintendents of schools in West Virginia within the
last five years relative to the reasons for the short average term
in office of public school superintendents in West Virginia.

The

descriptive data for this study were taken from research developed by
Dr. James A. Martin and Dr. John 0. Andes of West Virginia University
in their studies conducted in 1973 and 1978.

The first study entitled

The Supply and Demand of Public School Administrators in West Virginia
was published in 1974.

The 1978 research was conducted to update and

expand the first publication.

This work was then published in 1979

under’the title, Supply and Demand of Public School Administrators in
West Virginia 1978-1980. Their recent study reported that the mode of
experience for school superintendents in the state was 1.0 years.
The mean experience for superintendents was 3.8 years, and the median
experience was 3.0 years.
In 1978 there were only two men in the state who had been able
to survive as many as ten years in the same superintendency.*

One of

these men had served twelve years as superintendent in the same
district, and the man with the maximum job experience had served
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seventeen years as superintendent in the same county.

2

Both the study

published in 1974 by Martin and Andes and the one they published in
1979 pointed to the need for more research which would help to estab
lish what made a more successful superintendent of schools in West
Virginia with longer service in office.
The sample for this study was collected by ascertaining from
copies of the West Virginia School Directory published annually by
the State Department of Education the names of former superintendents,
current superintendents, and board of education members in West
Virginia for the last five years.

The total population of superin

tendents was thirty former superintendents and fifty-five current
superintendents, and all were surveyed by a mailed questionnaire
entitled Questionnaire to Superintendents of Schools. The total
population of board of education members was 275, and all were sur
veyed by a mailed questionnaire entitled Questionnaire to Board of
Education Members. The questionnaires used to collect the data for
this study were developed in their entirety for use solely in this
particular study.
The data from thirteen suitable responses from former super
intendents, thirty-nine current superintendents, and ninety-five
board of education members were summarized and analyzed in relation
to a variety of factors.

The Chi-square statistical technique was

used to test the hypotheses for significant relationships.

The

data were tested at the .20 level of significance.
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Former Superintendents. When the original questionnaires
from this study were mailed, rhe population of superintendents was
divided for surveying purposes into the categories of former superin
tendents and current superintendents.

Of the thirty former superinten

dents who were surveyed, thirteen responses were suitable for tabula
tion.

Of these thirteen responses received, eight superintendents

were categorized as having been successful superintendents, and five
were categorized as having been unsuccessful.

These responses from

superintendents were divided into the categories of successful and
unsuccessful based on the initial definitions in this study of suc
cessful and unsuccessful superintendents.
Of the eight former superintendents who were defined as having
been successful, five reported leaving the superintendency for a
better position within the profession.

One reported leaving West

Virginia for a greater increase in salary.

Two former superintendents

reported that they had left the superintendency for personal and
professional reasons.

Three boards of education members who had

served with these former superintendents reported that three of the
same superintendents had, in fact, left their positions to accept
better positions within their profession.

Two gave no response, and

three replied that their superintendent had received pressure from the
board of education to resign.
The discrepancy among answers given by former superintendents
and their respective board members were not unlike the discrepancy among
responses given by the five former unsuccessful superintendents and
their respective boards of education members.

Two former unsuccessful
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superintendents reported that their contracts had not been renewed,
and three listed either personal, professional, or political reasons
for their voluntarily leaving their positions.

Their respective

boards of education members, however, reported that the contracts of
all five superintendents had not been renewed.
Because the reasons given for failure of former superinten
dents to have their contracts renewed were so discrepant depending
upon who had reported the reasons, it was difficult to determine
definite reasons why superintendents failed to remain in office.
Therefore, for the remaining part of the study, the responses that
were received from the total population of eighty-five superintendents
were divided into the categories of successful and unsuccessful
superintendents.

These categories were established based on the

initial definitions of superintendency success and lack of it.

Characteristics of Superintendents. Males have dominated the
superintendency by 100 percent in West Virginia within the last five
years.

Not only have males dominated the superintendency in West

Virginia within the last five years, but they have also been white
males.

Only one school superintendent in West Virginia was a Negro.

An examination of the age of superintendents showed several patterns
also.
The mean age for successful superintendents was 49.3.
mean age for unsuccessful superintendents was 44.3.

The

When the Chi-

square test was calculated on the age of superintendents, there showed
a significant relationship between the ages of successful superinten
dents and the ages of unsuccessful superintendents.

With two degrees
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of freedom, significance was determined at the ,20 level.
cally speaking, successful superintendents were older.

Statisti

However, since

the definition of a successful superintendent in this study was based
on age, the statistical data were not high enough to show significance
in age difference had the definition not stipulated six years in
office as a criterion of success.

Characteristics of Board of Education Members. Males have
also dominated the elected positions of boards of education within the
state.

Twenty-eight of the thirty-four board of education members who

responded from counties with successful superintendents— 82.35
percent— were male.

Fifty of the sixty-one board of education members

who responded from counties with unsuccessful superintendents— 81.97
percent— were male.
members was 82.11.

The total percentage of male board of education
Of the ninety-five board of education members who

responded, only one was a Negro.
An examination of the ages of board of education members
showed several patterns also.

The mean age for BMSS was 51.0.

mean age for BMUS was only 49.3.

The

The mean ages between BMSS and BMUS

showed no statistical difference.

Percentages, however, noted that

boards of education members in counties with unsuccessful superinten
dents were younger..
Of the thirty-four BMSS who reported, sixteen held occupations
in business related fields.

Twenty-two of the sixty-one BMUS reported

careers in business related fields.

BMSS reported two members in a

professional career, five in skilled trade, four in unskilled trade,
and seven in other occupations.

Of the BMUS, ten reported professional
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careers, five reported positions in skilled trade, thirteen reported
unskilled trade, and eleven were in other occupations.

The majority

of board members in West Virginia have been male, white, middle-aged,
and more prestigiously employed.

When these employment data for board

of education members in West Virginia were compared with the employ
ment data for the general public in West Virginia and the nation, the
numbers of boards of education members with business and professional
careers were disproportionate to the careers of the public in general.

Employment Data of Superintendents. One of the major problems
that this study addressed was the causes of the rapid turnover rate of
superintendents within West Virginia.

Twenty-six of the thirty-four

BMSS reported that no vacancy had existed in the superintendency
within their county during the past five years.

Two former superin

tendents had left their positions to accept superintendencies in
larger or better paying districts.

One had taken a better position

elsewhere within the profession, and one had retired in office.

Only

three BMSS had indicated that their former superintendent had been
dismissed or forced to resign.
Of the sixty-one board of education members who responded from
counties with unsuccessful superintendents, nine answers were vague
and indicated only that the superintendent had resigned.

Nine indi

cated that their former superintendent had resigned to accept a
position in a larger or better paying county.
from office.

Sixteen had retired

Fourteen responded that a superintendent had been

dismissed or had failed to have his contract renewed.

Ten of the

board of education members indicated that their county had had more

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

211

than one turnover within the last five years.

However, since each

county has five board of education members, some of these board of
education members were reporting about the same former superintendent.
The thirty-four and sixty-one responses did not indicate single
responses from that many different counties.
Employment data that were reported by superintendents about
themselves gave a more accurate representation of the actual employ
ment data during the past five years because each response that was
given by a superintendent represented a single county.

Twelve of the

twenty-three successful superintendents who reported had six or more
years in their current position.

Nine had left a superintendency to

accept a better superintendency or a position of higher status else
where within the profession.

Two had left the superintendency for

other reasons, and none had been forced to resign.

Three of the

unsuccessful superintendents had left a superintendency within the
last five years for unspecified reasons, and three had been forced to
resign or had failed to have their contracts renewed.

Seven of the

twenty-nine unsuccessful superintendents were in their first superin
tendency and had had no contract renewals to date.

Experience of Superintendents in Present Position. Of the
fifty-two former and current superintendents who responded in this
study, well over half had less than six years experience as a super
intendent in West Virginia.

Of the current successful superintendents,

two had six years experience, seven had from 7-10 years experience,
and only one had more than ten years of service.

Of the current

superintendents who were defined as having been unsuccessful at this
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point in their superintendency, all twenty-four held less than five
years experience.

Superintendents were an inexperienced group.

Even those superintendents who had managed to survive for six
years or more in office were not receiving multiple-year contracts.
Eleven current successful superintendents had had three or less con
tract renewals, and twenty-two unsuccessful superintendents had had
three or less contract renewals.

Four current successful superinten

dents had had four or more contract renewals, and only two current
unsuccessful superintendents had had four or more contract renewals.

Experience of Board Members in Present Position.

Board of

education members have shown patterns similar to those of superinten
dents in the number of years they have spent as members of boards of
education.

Over one-half of the total of ninety-five board members

who responded in this survey had served in office less than six years.
BMSS had 58.82 percent of their responding members who had served over •
six years in office.

BMUS had only 36.07 percent of their responding

members who had served over six years in office.

When board of educa

tion members have had short terms in office, superintendents have
likewise served short terms.
Terms in office of board of education presidents were also
short.

A total of thirty-six of the ninety-five board of education

members who responded were serving as board of education president.
Of the board presidents who responded, none had served as president for
longer than five years in counties with successful superintendents.
the board presidents who responded from counties with unsuccessful
superintendents, only one had served for as many as six years, and
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five board presidents were in their first year as president.

Nowhere

within the policy-making body nor in the top administrative position
in public school education in West Virginia was there any real
stability as measured by time spent in office.

Determinants of Successful Superintendents.

Of the twenty-

three successful superintendents who responded, seven felt that the
superintendent himself determined his own success.

One felt that the

situation determined the superintendent's success or lack of it.

Four

unsuccessful superintendents felt that the situation itself determined
the success of superintendents.

Six felt that the man controlled his

own success.
The responses that were given by board of education members
were different than those given by superintendents.. Four BMSS felt
that the situation in a particular county determined the success of a
superintendent.

Thirteen felt that the man himself determined his

success as a superintendent. • Only two BMUS indicated that the situa
tion in a particular county determined the success of a superintendent.
Sixteen felt that the man himself controlled his own situation.
Eighteen superintendents and forty-nine board members felt that a
combination of the man and the situation determined the success of a
superintendent.

Ways of Increasing Success and Terms in Office of Superinten
dents . More than any other response, former superintendents cited
the problem of getting good board members to run for office and the
difficulty of developing good relationships between them and superin
tendents once they were in office.

More current superintendents felt
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that good public relations skills combined with good communications
skills were necessary for success as a superintendent.

Boards of

education members, in general, felt that a successful superintendent
was one who needed little educational knowledge, experience, or back
ground but one who was capable of managing a multi-million dollar per
year business.

A superintendent, they felt, needed to possess high

level skills and training in how to pass bonds and levies within their
counties.

Board members also felt that less politically motivated

boards of education were needed in order to increase success of super
intendents.

Exceptional public relations skills and better communica

tion skills were also mandates from board members for improved success
of superintendents.

Better relationships between superintendents and

boards of education were also cited as a necessity for increasing
success and terms in office of superintendents.

The need for better

and higher quality boards of education members was also suggested as
a means to guarantee more successful superintendents.

The necessity

for a successful superintendent to have more knowledge about students
and the curriculum and to have better moral and ethical character was
mentioned by board members but less often than any of the other areas
listed above.

Better initial selection process of superintendents was

mentioned as a way of increasing success and terms in office of super
intendents, but it was mentioned least of any other single solution
to the problem of unsuccessful superintendents - only one time.

Evaluation of Superintendents. Based oh the response of
superintendents and board members alike as to their perceptions of
the importance of written evaluations on superintendents, perhaps the
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formal evaluation will be one hope for establishing more congruency
in what makes for successful and unsuccessful superintendents.

The

most commonly mentioned procedure of board of education members for
evaluating that was reported by superintendents and boards of educa
tion alike was for the board to convene in executive session once
each year to discuss the progress of the superintendent during the
past year with him.

Of the twenty-three successful former and current

superintendents who responded to the survey, ten indicated that they
had been formally evaluated while thirteen indicated that they had not
been.

All but one of these ten superintendents who had been evaluated

were evaluated orally.

Of the twenty-nine former and current unsuc

cessful superintendents who responded, only six indicated that they
had been formally evaluated while twenty-three had not been.

Of these

six who had been formally evaluated, all but one had been evaluated
orally.

Most superintendents and board of education members alike

responded that evaluation sessions had been very positive and profit
able for their superintendents, boards of education, and counties.

Findings
The Chi-square statistical tests that were performed on the
data in this study generated the following findings:
1.

Although the statistical data for hypothesis number

one itself did not show significance at the .20 level, the rank order
statistical data for that hypothesis showed that there was a signi
ficant relationship between the ability of a school superintendent
to communicate with his board of education, his staff, and his
community and his success as a superintendent.

BMSS ranked the
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ability of a superintendent to communicate with his respective board
of education as more important to the success of a superintendent than
did BMUS.

Superintendents felt that communication with the board of

education was more important to the success of a superintendent than
did board of education members themselves.

Board of education members

felt that communication with the staff was more important to the
success of a superintendent than did superintendents themselves.
Boards of education apparently saw the communication of superintendents
with boards of education as being sufficient while they felt communica
tion with the staff could be improved.

The' superintendents felt that

they needed to improve communication with the board of education but
were not specifically concerned with their communication with the
staff.

BMUS thought that it was more important for the superintendent

to communicate with the community to be successful than did BMSS.
Board of education members felt that communication with the community
was more critical to the success of a superintendent than did super
intendents.
2.

There has been no statistically significant relationship

between how the superintendent perceived and responded to the
organizational and educational goals of the board of education when he
initially took office and his success as a superintendent later in
office.
3.

There has been a significant relationship between how the

superintendent perceived and responded to the educational goals and
expectations that the community had for him and his success.

BMUS

felt that it was critical for any superintendent to respond to the
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goals of the community in order to achieve success.
4.

There has been no significant relationship between the

board of education's perceptions of its own role and its expectations
and role perceptions of the superintendent and his success.
5.

There has been a significant relationship between the

superintendent's perceptions of his own role as a superintendent and
his success.

Superintendents were more concerned about their own

roles than were board of education members concerned about superin
tendents' roles.
6.

There has been no significant relationship between age,

experience in education, and/or highest degreeeheld and actual success
as a superintendent when compared with the above hypotheses.

Success

ful superintendents felt age was more important than either highest
degree held or experience in education to the success of a superinten
dent, and superintendents collectively felt that age was more important .
to the success of a superintendent than board of education members.
Successful superintendents also ranked highest degree held as being
important.

When the responses from superintendents and board members

were calculated statistically, board members felt that the highest
degree held by a superintendent was important, and superintendents
ranked experience in education higher.

However, when this hypothesis

was compared with the other five hypotheses, only the ability of a
superintendent to communicate showed real significance.

Personal data

was deemed less important to the success of a superintendent than
communication skills.

Perceptions of the superintendency collectively

were rated less important to the success of a superintendent than
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personal data when personal data were analyzed collectively as one
hypothesis rather than singularly by age, highest degree held, and
experience in education.

Conclusions
Based on the research conducted in this study, the author has
arrived at the following conclusions:

Professional and Personal Characteristics of Superintendents
and Board of Education Members.
1.

Businessmen have consistently been elected to boards of

education offices across the state and with them they have brought
their businessmen's ideas about how to run county school systems as if
they were multi-million dollar business ventures.

Superintendents

have been trained, certified, and appointed to superintendencies
across the state completely unaware, in many situations, that the
expectations of board of education members usually included a thorough
background, knowledge, understanding, and experience in business.
Training for superintendents was incomplete based on the expectations
of boards of education.
2.
males.

The superintendency has been dominated 100 percent by

The number of male superintendents was disproportionate to the

number of males in the education profession in general.
3.

More successful superintendents were older, and they

served in counties where board of education members were older.
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Terms in Office of Superintendents and Board of Education
Members.
1.

In the very near future the number of persons who are

certified and interested in pursuing a career in the superintendency
in West Virginia will have decreased considerably.

With the annual

turnover rate of superintendents as high as twenty-five percent, fewer
people will want to serve as superintendent.

The superintendency

itself may soon become a vanishing position if the predicted success
rate of 3.6 percent is not increased.
2.

West Virginia counties have incurred great expense and

have had ineffective long-term leadership because of a mean tenure
in office of superintendents of 3.8 years.

Short terms in office have

also prevented familiarization by superintendents of the real prob
lems in the school district.

Increased success as a superintendent

has increased terms in office, and increased terms in office have in
turn increased success in most superintendencies.

In West Virginia

this success circle has not occurred in most situations.
3.

If the success of school superintendents statewide is

not increased and the terms in office of superintendents do not
increase, the total education program in West Virginia cannot progress
at the rate that is necessary to meet the changing needs of society.
Educational programs in West Virginia may even regress.
4.

Not only were terms in office of superintendents generally

short but also for those superintendents who had had longer terms in
office, they were being awarded many one and two-year contracts.

The

West Virginia law allowed contracts for superintendents of up to four
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years in length but nowhere in the state were four-year contracts
being awarded.

Superintendents, perhaps, did not seek lengthy

contracts, or perhaps board of education members were afraid of
having to keep an incompetent superintendent in office because of a
lengthy contract.
5.

Terms in office of board of education members, particu

larly in counties that have had unsuccessful superintendents, have
also been short.

Board of education presidents have even had short

terms in office as board presidents.

Nowhere in the top administra

tive position in education nor in the top policy-making positions in
West Virginia has there been any real stability in leadership as
determined by years in office.

Causes of Superintendents' Failure to Remain in Office.
1.

Superintendents and boards of education both functioned

better when the expectations and role perceptions for the other were
more alike and more understood.

Similar role expectations and per

ceptions were not being established between superintendents and boards
of education in West Virginia.
2.

There was a high discrepancy between the reasons that

superintendents gave for failures of superintendents to remain in
office and the reasons that board of education members gave for the
failures of superintendents to remain in office.

Since the percep

tions of what determined successful superintendents were so variant
between the two groups of people who ultimately controlled the success
of any superintendent, there was little hope of increased success
until both groups became cognizant of the expectations of the other.
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3.

There was much incongruency between the answers of former

superintendents and their respective boards of education as to the
specific circumstances of vacating a superintendency. Former superin
tendents, in most instances, gave personal and professional reasons
for leaving a superintendency and failed, in most situations, to
mention that had they not resigned, their contracts would not have
been renewed.

Their respective boards of education indicated in many

cases that had particular superintendents not resigned, they would
have, in fact, been dismissed from office.
4.

Political splits among boards of education have caused

divergence in their agreement about which superintendents have been
successful and which ones have been unsuccessful.

Politically split

boards of education have also contributed to the lack of success of
some superintendents.
5.

After an unsuccessful superintendent had left the super

intendency, there were few comparable places within the education
profession for him to go,
6.

Superintendents across the state have failed to realize

their vulnerability within their positions as superintendents.

Despite

the fact that they were a very well-educated group and seemingly astute
and aware, they have consistently indicated that they want nothing more
than to continue their educational careers in their current positions
as superintendents.

With a mean statewide tenure in the superinten-

dency of 3.8 years, their career expectations were somewhat unreal
istic.
7.

Superintendents and board of education members were
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completely unaware of the effect that the situation in the county has
on the success of any superintendent.

They felt that the man was

almost completely responsible for his own success or lack of success
as a superintendent.

This was contrary to the nationwide research

that has been conducted into situational based leadership.
8.

Evaluationsconducted on superintendents by their boards

of education were critical to the success of a superintendent.

Boards

of education who evaluated their superintendents in some manner and
discussed strengths and weaknesses with them had more successful
superintendents.

Written evaluations were particularly valuable.

The

working relationships between superintendents and boards of education
were more stable when evaluations were conducted annually.

Recommendations with Implications
for the Superintendency

Preparation and Training of Superintendents.
1.

Prospective superintendents and current superintendents

must be made more aware of the expectations of board of education
members as businessmen.

If superintendents are expected by boards of

education to manage school systems as big businesses, superintendents
must be trained in graduate schools to be more business oriented.
They must be trained to assume superintendencies in command of the
business aspects of the position.

More statewide continuing education

related to business management must be made available to superinten
dents from their professional organizations.

Superintendents in West

Virginia must become more efficient and effective businessmen in order
to survive.
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2.

Graduate classes, continuing education from the State

Department of Education, and programs conducted by state administra
tive organizations must continuously be devoted to the superintendent
as businessman, politician, and public relations man.

These areas

that were indicated most often by superintendents and boards of educa
tion alike are the areas most neglected in training superintendents.
More training sessions should also be organized and made mandatory by
the State Department of Education for training board of education
members.

They must constantly be made aware of their role as a

policy-making body rather than administrative body.
3.

Since the success rate for superintendents has been so

low in West Virginia, prospective superintendents, current superinten
dents, and former superintendents should be offered some guidance and
suggestions in graduate classes and their, professional organizations
as to their professional future after the superintendency.

Terms in Office of Superintendents and Board of Education
Members.
1.

Persons who work for certification and are interested in

becoming superintendents in West Virginia should be made aware of the
high annual turnover rate among superintendents.

They should be made

aware of the predicted success rate of 3.6 percent for West Virginia
superintendents so that there will be less professional disillusion
ment for them if they fail to survive in a superintendency.
2.

Since current superintendents have not been awarded lengthy

contracts as the state law has allowed, perhaps the law should be
changed to allow superintendents to be awarded multi-year contracts
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with the option of renegotiating salary increases annually.
3.

Terms in office of boards of education and of board of

education presidents need also to be increased.

By an effort by the

State Board of Education to better define the roles of board of educa
tion members and to provide training seminars for them, perhaps this
could become a reality.

Ways of Increasing Success of Superintendents.
1.

Superintendents and boards of education alike in West

Virginia need to be made more specifically aware of the nationwide
research that has concluded how greatly the situation itself deter
mines the success of a leader.

Superintendents need more training in

how to choose positions in which the situation will compliment their
strengths as an administrator and minimize their weaknesses.

Boards

of education need training in how to determine what their particular
county demands from a superintendent and in how to recruit and employ
the superintendent who will best suit their needs.

Residency laws for

superintendents may need to be relaxed if superintendents are to have
more flexibility in job choice.
2.

West Virginia county boars of education must make deter

minations at the local level about what qualities are needed by a
superintendent in their county to achieve success.

They must take

the responsibility for helping to increase the success rates of super
intendents by determining in advance job descriptions based on the
goals and objectives that they feel are necessary for the operation
of a successful education program in their county.

They must use

some of the time, energy, and money that has previously gone into the
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dismissing of former unsuccessful superintendents and the hiring of
new superintendents for assessing and reassessing their expectations
of their top education administrator and taking the necessary steps to
ensure that this is happening.

When a superintendent initially takes

office, he and the board of education should immediately determine the
goals and objectives as well as a specified formal evaluation.

A

superintendent's evaluation should be based on these previously estab
lished goals and objectives.
3.

Boards of education should be made more aware of what

damage politically split boards of education have done to the education
programs across the state.

They should be required to attend training

sessions for board members which would help them to avoid these splits
in their counties.
4.

Board of education members must become willing to accept

their responsibility in the lack of success of their superintendents
and take the necessary actions to increase superintendency success.
They must better understand their policy-making roles and allow the
superintendents that they have chosen to administer the school system.
5.

Superintendents must be made more aware by board of educa

tion members of why they have failed in office so that more stability
can develop at the top.

Superintendents and board members must share

their expectations and role perceptions of one another before the
superintendent takes office and also constantly during his term in
office.
6.

When superintendents are unsuccessful, they should be

given reasonable opportunities to improve their performance.

Formal
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written evaluations on superintendents must be completed by boards of
education in order to make superintendents aware of exactly what it is
that boards of education want from them as administrators.

Hirings

and dismissals must be handled more professionally and less politi
cally by boards of education.

Perhaps a State Board of Education

policy on evaluation of superintendents is necessary.
7.

Women have been very successful in West Virginia and

nationwide in positions of administration in education.

More

women in West Virginia should be encouraged to seek, superintendency
certification and be considered for superintendencies by boards of
education across the state.

Recommendations for Further Research
1.

The purpose of this study was to determine specific

reasons for success and failure of superintendents of schools in West
Virginia.

Research should be conducted in other regions and states to

ascertain if the conclusions determined in this study were mirrored
nationwide.
2.

This study was limited to the perceptions of superinten

dents themselves and board of education members about what determined
success or lack of success of a superintendent.

Research should

also be conducted to determine what principals, central office
administrators, and influential members of the community perceive
about the superintendency since they appear to be the ones who are
more directly related to the superintendency position.
3.

When the categories of successful and unsuccessful super-?

intendents are determined in any similar studies, another category
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entitled newly-elected superintendents should be included for the
purpose of separating data.

This particular study included newly-

appointed superintendents in the unsuccessful category because they
lacked six years in office.

The lack of a category for the newly-

elected superintendent skewed the data in this study somewhat.

Newly-

appointed superintendents have had no real opportunity to prove their
success or lack of it.
4,

Another thorough research study should be conducted in

West Virginia to determine why board of education members have failed
to remain in their elected offices long enough to finish out their
elected terms.

Within that same study, it should also be determined

why board members who are elected by their fellow board members as
presidents of boards of education were not completing their elected
terms as board presidents.

Within this same study, the reasons that

board of education members give for running for office should be
studied.
5.

Since this study revealed a significant difference in

the role expectations that superintendents and board of education
members have for the superintendency, these different role expecta
tions should be examined within a separate research study.

Within

this same study, implications for preparation programs for super
intendents and in-service and staff development programs for
superintendents and boards of education should be examined.
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FOOTNOTES

James A. Martin and John 0. Andes, Supply and Demand of
Public School Administrators in West Virginia 1978-1980 (Morgantown:
Department of Education Administration, West Virginia University,
1979), p. 74.
2Martin and Andes, p. 14.
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April 30, 1979

Dear Superintendent:
You recently received a copy of the Supply and Demand of Public
School Administrators in West Virginia 1978-1980. I hope you've found
the data informative and interesting. An area of great concern to the
Department of Education Administration and to me personally was the
continuous turnover at the top. As was shown on pages 16 and 17 of the
study, the median life expectancy of a superintendent was 3.0, the mean
was 2.93, and the mode was 1.0 years.
What are the causes related to the untanable nature of the
position? The effects are obvious. Continuous turnover creates
turmoil. Educational goals are not identified? policy recommendations
are disjointed; professional morale sags; and ultimately, the education
of children suffers. What could be included in pre-service preparation
programs or in-service staff development workshops to increase the
probability of success? We don't know but with your help we can begin
to find some answers.
Please complete the attached questionnaire and return it.
Since it is critical that we be able to identify the counties from
which responses are received, your questionnaire has been coded. The
sole purpose of the code is for identification of respondents. Your
name or county will not be mentioned in the final study. All replies
will be kept in strict confidence.
Results of the study will be forwarded to all superintendents
and boards of education in the state.
In-order to have a valid study
we need comprehensive, honest answers.
WE NEED YOUR SUPPORT. Please
complete and mail your questionnaire back today.
A copy of a similar questionnaire has been mailed to every
board member in the state. Won't you please encourage your board
members to complete and return their copy.
I thank you in advance and the children of West Virginia thank
you.
James A. Martin, Chairman
Department of Education Administration
West Virginia University
Enclosure
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April 30, 1979

Dear Former Superintendent or Board Member:
Dr. John Andes and 1 recently completed a study entitled the
Supply and Demand of Public School Administrators in West Virginia
1978-1980. Perhaps the most devastating bit of information uncovered
was the fact that it is almost suicidal professionally to accept a
superintendency in this state. In 1978, 60% of all county superinten
dents in the state had been in their current position for three years
or less. More than one-fourth of all superintendents were in their
first year. Only two men in the entire state had managed to survive
as superintendents in one county for more than ten years.
What are the causes related to the untenable nature of the
position? The effects are obvious. Continuous turnover creates
turmoil. Educational goals are not identified; policy recommendations
are disjointed; professional morale sags; and ultimately, the education
of children suffers. What could be included in pre-service preparation
programs or in-service staff development workshops to increase the
probability of success? We don't know but with your help we can begin
to find some answers.
Please complete the attached questionnaire and return it.
Since it is critical that we be able to identify the counties from
which responses are received, your questionnaire has been coded. The
sole purpose of the code is for identification of respondents. Your
name or county will not be mentioned in the final study. All replies
will be kept in strict confidence.
Results of the study will be forwarded to all superintendents
and boards of education in the state. In order to have a valid study
we need comprehensive, honest answers. WE NEED YOUR SUPPORT. Please
complete and mail your questionnaire back today.
I thank you and the children of West Virginia thank you.
James A. Martin, Chairman
Department of Education Administration
West Virginia University

Enclosure
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Questionnaire to Superintendent of Schools

Perceptions of Public School Superintendents and Boards of
Education Members of Personal and Organizational Variables
Which Distinguish Between Successful and Unsuccessful
Superintendents in West Virginia
1. Age

____________

2. Number of years in current position
3. Number of years as superintendent in

_______
West Virginia

___________

4. Please list the counties and years within the last five years only
(1974-79) that you have been a superintendent in West Virginia.
County

Year

5.

How many different contract renewals have you had in your current
position? ____________

6.

Please answer the following questions about yourself as superinten
dent of schools by placing a check mark under the year that any event
to the left occurred.

Years
Have you

1974-75 IS 75-7 6 1976-77 1977-78 1978-79

Resigned your position as super
intendent to accept a better
position in a larger county?
Resigned your position as super
intendent to accept a position
in a better paying county?
Taken a position of higher status
elsewhere within the profession?
Been in your present position
six or moire years?
Had your present contract or
another one within the last five
years renewed one or more times?
Been forced to resign, been dismissed,
or has your contract not been
renewed?
Left a superintendency within the
last five years for other reasons?
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7.

If you have been in your present position for six or more years;
had one or more contracts renewed within the last five years; or
accepted a better position elsewhere within the profession, list the specific event or events; the date or dates of each occur
rence; and the counties. Since any one of the above defines you
in this study as being successful, also include specific factors
that you feel have contributed to your success. For example, if
you left your position as Superintendent of Schools in Lorain
County after five successful years to become Assistant state Super
intendent of Schools, list this as the event. Then list the dates
and the places and give reasons.
Example:
Superintendent in Lorain County
to Assistant State Superintendent of Schools_________________
Event
Reason:

1978
Date

Lorain to State Department of Education______
County

I left my position as a successful superintendent in
Lorain County to go to the State Department of Educa
tion because the salary was double, and I wanted to
live in Georgetown where I was born.

Event

Date

County

Event

Date

County

Reason:

Reason:
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If you have been forced to resign, been dismissed, or have failed
to have your contract renewed within the last five years, list the
specific event or events; the date or dates of each occurrence; and
the counties. Also include reasons that the above happened. For
example, if you were dismissed as superintendent in Lorain County
and accepted a superintendency in Washington County, list this as
the event, and then list date, county, and reason.

Dismissed in Lorain County
and took superintendency in
Washington County_______________
Event
Reason:

9.

1977
Date

Lorain to Washington
County

I was dismissed from my position in Lorain County because
I strongly favored voluntary integration by bussing and
the board of education was opposed to that.

What, if anything, could have been done to prevent dismissal, nonrenewal of contract, or forced resignation if it happened to you
within the last five years?
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10.

If you left a superintendency within the last five years for any
reasons not specifically mentioned, please list the date, the
county of occurrence, and discuss your reasons for leaving in as
much detail as possible.

11.

What specific characteristics must a superintendent have to be
successful in your present county?

12.

Do you feel that a specific situation in a county determines the
success or failure of a superintendent or that the superintendent
himself determines his own success or lack of it? Please explain.

13.

Does your board of education formally evaluate you?
Yes _____;___
No ______ •

Orally___________
In Writing___________

14.

If you answered yes to number thirteen, will you pleaseenclose a
copy of the evaluation form if it is written, or describe the
procedure below if it is unwritten.

15.

In relationship to success as a superintendent in West Virginia,
please check an appropriate response either critical, important, or
not important beside each statement to the left and rank order the
statements in the last column listing the important item as number
one and continuing through all statements under category. Rank
order the statements under Perceptions of the Position from 1-4.
Rank order the statements under Personal Data from 1-3. Rank order
the statements under Evaluation of Superintendent from 1-3. Rank
all of these above within the specific category and in the column
on the far right. (See example, next page,)
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15.

(Continued)

A.

Perceptions of the Position
(Bank order these 1-4)
1.

The way that the superintendent
perceives and responds to the
organizational goals of the
board of education when he
initially takes office

2.

The v:ay that the superintendent
perceives and responds to the
educational goals and expecta
tions of the community

3.

The board of
tions of its
expectations
tions of the

Critical

Important

Not
Important

Order

education's percep
role, and its
and role percep
superintendent

4. •The superintendent's perceptions
of his own role as superinten
dent
B.

Personal Data
(Rank order these 1-3)
1.

C.

D.

Age

2.

Highest degree held

3.

Experience in education

Communication
(Rank order these 1-3)
1.

Ability to communicate with the
board of education

2.

Ability to communicate with the
staff

3.

Ability to communicate with the
community

Evaluation of Superintendent
(Rank order these 1-3)
1.

formal, written evaluation of
superintendent

2,

Informal, unwritten evaluation
of superintendent

3.

No evaluation at all
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16.

As a more specific representation of your perceptions about the
success of a superintendent, please re-read the categories listed
in number fifteen, and rank order the categories below, listing
the most important area as number one and continuing through all
four categories.

Category

17.

1.

Perceptions of the position

2.

Personal data

3.

Communication

4.

Evaluation of the Superintendent

Rank Order

Is there any more specific information, or data that you would like
to add to this research study about unsuccessful and successful
superintendents in West Virginia?
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Questionnaire to Board of Education Members

Perceptions of Public School Superintendents and Board of Education
Members of Personal and Organizational Variables Which
Distinguish Between Successful and Unsuccessful
Superintendents in West Virginia

1.

Age

2.

Race ________

________

3.

Sex

4.

Occupation _________________________________________

________

5.

Number of years you have served on this current board of education

6.

Board President
Yes ____________

Number of Years____________

No ___________
7.

Number of years present superintendent has served in that capacity
in your county ________ '

8.

How many contracts has your current superintendent been awarded?

9.

If your board of education currently has an opening for superin
tendent or has changed superintendents within the last five years
(1974-79), please answer the following questions by checking the
appropriate years to the right beside the specific causes of
vacancies to the left.

Causes of Vacancies

Year in which new superintendent
was hired
1974-75 1975-76 1976-77 1977-78 1978-79

Former superintendent died or retired
Former superintendent was dismissed,
forced to resign, or failed to have
his contract renewed
Former superintendent resigned to
accept a better position in a larger
or better paving countv
Former superintendent took a bettor
position elsewhere within the pro
fession
Former superintendent resigned for
other reasons.
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10.

If you do not currently have an opening for superintendent nor have
you hired a new superintendent within the last five years, what
specific reasons can you give for the obvious success of your super
intendent as determined by the number of years that he has served in
the same office? Please be specific.

11,

If your current superintendent or another of your superintendents
within the last five years has been offered two or more consecutive
contracts, please list the occurrence or occurrences, the date or
dates, and the specific reasons that these renewal contracts were
awarded. For example: if your superintendent has been offered a
renewal contract this past year, treat that as the occurrence, and
list the date and the reasons.
Example:
Superintendent currently in office had
his contract renewed for two years_________
Occurrence

1979
Date

Reason: The board of education renewed his contract because he had
been successful in passing a building bond in 1978. He
also gets along well in our county, and the community
members respect him.

Occurrence
Reason:

Occurrence
Reason:
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12.

If a superintendent in your county has been dismissed, forced to
resign, or failed to have his contract renewed within the last
five years, please' list the specific event or events, the date or
dates of each occurrence, and the specific reasons why he was not
rehired. For example: if your superintendent in 1977 was dis
missed, please note this and give reasons.
Example:

Superintendent was dismissed

Reason:

This particular superintendent was dismissed because a
building bond failed twice in 1976 and once in 1977. W<
needed a superintendent who could pass a bond.

Occurrence

What, if anything, could the superintendent or superintendents who
failed to have their contracts renewed, have done to prevent such
action? List the specific occurrence or occurrences, date or dates,
and some things each superintendent should have done differently.
For example: the superintendent listed in the example in number
twelve should have been able to pass a bond.
Example:

Superintendent was dismissed____________

Reason:

1977

When we hired this particular superintendent, we made it
clear that we wanted a bond passed. After it failed three
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13.

(Continued)
times, we let him go. There was also a communication
failure between the superintendent and his staff.

Occurrence

Date

Occurrence

Date

Reason:

Reason:

14.

If a former superintendent in your county has resigned to accept a
better position in a larger or better paying county or has taken a
better position elsewhere within the profession, list the specific
instance or instances, the data or dates, and the specific quali
ties that this superintendent had that allowed him to move into a
better position. For example: in 1976 the superintendent in our
county became a RESA Director because his strong area was public
relations, and he had developed statewide rapport with other
administrators.
Example:

Moved to RESA Director
Occurrence
Reason:

. Date

His strength in public relations made him a likely candi
date for a better position.

Occurrence
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19.

(Continued)

A.

Perceptions of the Position
(Rank order these 1-4)
1.

The way that the superintendent
perceives and responds to the
organizational goals of the
board of education when he
initially takes office

2.

The way that the superintendent
perceives and responds to the
educational goals and expecta
tions of the community

3.

The board of
tions of its
expectations
tions of the

Critical

Important

Not
Important

Order

education's percep
role, and its
and role percep
superintendent

4 . The superintendent's perceptions
of his own role as superinten
dent
B.

Personal Data
(Rank order these 1-3)
1.

C.

Highest degree held

3.

Experience in education

Communication
(Rank order these 1-3)
1.

D.

Age

2.

Ability to communicate with the
board of education

2.

Ability to communicate with the
staff

3.

Ability to communicate with the
community

Evaluation of Superintendent
(Rank order these 1-3)
1.

Formal, written evaluation of
superintendent

2.

Informal, unwritten evaluation
of superintendent

3.

No evaluation at all
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Occurrence

Date

Reason:

15.

How can the average term in office of school superintendents in
West Virginia be increased?___________________________________

16.

Do you feel that the specific situation in a county determines the
success or failure of a superintendent, or does the man himself
determine his own success or lack of it? Please explain.

17.

Do you formally evaluate your superintendent?
Yes _______________
No __________

Orally_________________________
In Writing___________

18.

If you answered yes to number seventeen, will you please enclose a
copy of your evaluation form with your reply if it is written. If
it is done orally, please describe your procedures below.

19.

In relationship to the success of a school superintendent in West
Virginia, please check an appropriate response either critical,
important, or not important beside each statement to the left, and
rank order the statements in the last column listing the most
crucial item as number one and continuing through all statements
in each category. Rank order the statements under Perceptions of
the Position from 1-4: Rank order the statements under Personal
Data from 1-3. Rank order the statements under Communication from
1-3. Rank order the statements under Evaluation of Superintendents
from 1-3. Rank all of these above within the specific category and
in the column on the far right,
(See example, ne;xt page.)
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20,

As a more specific representation of your perceptions about the
success of a superintendent, please re-read the categories listed
in number 19, and rank order the categories below, listing the most
important category as number one and continuing through all four
categories.

Category

21.

1.

Perceptions of the Position

2.

Personal data

3.

Communication

4.

Evaluation of the Superintendent

Rank Order

Is there any more specific information or data that you would like
to add to this research study about successful and unsuccessful
superintendents in West Virginia?
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June 6, 1979

Dear Former Superintendent or Board Member:
H E L P !

! !

Our response from superintendents currently
holding office has been phenomenal. • Thirty-seven
out of fifty-five county superintendents, or sixtyseven percent, have already returned the Questionnaire
to Superintendents of Schools. Unfortunately, the
response rate has not been sufficient from former
superintendents and board of education members. In
order to make reliable conclusions, it is imperative
that we receive additional responses from both of
these groups.
Your expert opinion is critical to the suc
cess of this project. Won't you please complete the
enclosed follow-up questionnaire and return it today?
T H A N K S !

! !
Professionally yours,
James A. Martin, chairman
Department of Education Administration
West Virginia University

Enclosure
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July 3, 1979

Dear Board Member:
We have now received responses from 80% of the
counties in West Virginia. To date we have not received
a response from any board of education member in your
county.
In order to have an accurate picture of the state
of affairs in West Virginia, we hope to have at least one
response from each county in the state. Won’t you please
complete and return the enclosed questionnaire?
I promise not to bug you again.
James A. Martin, Chairman
Department of Education Administration
West Virginia University

Enclosure
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VITA

Sharon Davidson Zickefoose, daughter of the late Fred Davidson
and Martha (Collins) Davidson, was born in Arlington, West Virginia on
June 6, 1947.

She received public school education in Upshur County,

West Virginia and graduated from Buckhannon-Upshur High School in 1965,
She received a Bachelor of Arts degree from West Virginia Wesleyan
College in Buckhannon, West Virginia in 1968 with a major in history
and a minor in secondary education.

From 1968 until 1972 she taught fourth grade at Garfield
Elementary School in Lorain, Ohio.

In the summer of 1971 she enrolled

at Kent State University in Kent, Ohio for graduate study in elementary
administration.

In the summer of 1972 she received a Master of Educa

tion degree from Kent State University.

In 1972 she returned to

Upshur County where she taught sixth grade for one year at the East
Main Street Elementary School in Buckhannon.

In 1973 she became

principal at the Rock Cave Elementary School in Upshur County.

In 1973

she also enrolled in the doctoral program in public school administra
tion at West Virginia University.

From 1974 until 1977 she was

principal at the East Main Street Elementary School.

From 1977 until 1979 she has been a General Supervisor working
specifically with the elementary schools in Upshur County.

She is

married to Clyde Zickefoose, a self-employed businessman, who is also
a native of Upshur County.

They have one son, Carson, who was born in

1977.
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ABSTRACT

The purposes of this study were to analyze perceptions of
board members and superintendents in West Virginia within the last
five years relative to the short, average term in office of superin
tendents.

The research design included a survey of board members

serving in office on December 31, 1978.

Fifty-five current superin

tendents and thirty-five former superintendents were surveyed.

The

respondents described causes of superintendency vacancies within their
counties.
naires.

Data to prove the hypotheses were gathered from question
Data were tested at the .20 level using the Chi-square test.

A 35.63 percent response was received from board members.

Current

superintendents had a rate of 70.90 percent, and 46.66 percent of the
former superintendents responded.
Board members from counties with successful superintendents
ranked the ability of a superintendent to communicate with his board
as more important to his success than did board members from counties
with unsuccessful superintendents.

Superintendents felt that communi

cation with the board was more important to success of a superintendent
than did board members.

Board members felt that communication with

the staff was more important to the success of a superintendent than
did superintendents.

Board members from counties with unsuccessful

superintendents thought it was more important for the superintendent
to communicate with the community than did board members from counties
with successful superintendents.

Board members felt that communication
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with the community was more critical to the success of a superinten
dent than did superintendents.
Board members from counties with unsuccessful superintendents
saw it as critical for any superintendent to respond to the goals of
the community.

Superintendents were more concerned about their own

roles than were board members about superintendent's roles.

Also,

there was no significant relationship between age, experience in
education, and/or highest degree held and success as a superinten
dent when compared with the other hypotheses.
This study generated the following conclusions:
1.

Businessmen have been elected to boards of education and

have brought with them their businessmen's ideas about how to run
school systems as business ventures.
2.

The superintendency was dominated 100 percent by males.

3.

More successful superintendents were older, and they

served in counties where board members were older.
4.

In the future the people who are certified and interested

in the superintendency will have decreased considerably.
5.

Counties have incurred great expense and ineffective

long-term leadership because of a low mean tenure in office of
superintendents of 3.8 years.
6. . If the success of superintendents is not increased., the
total educational program cannot progress at the necessary rate to
meet changing needs of society.
7.

Superintendents who had longer terms in office were being

awarded many one and two-year contracts.
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8.

Terms in office' of board members, particularly in counties

that have had unsuccessful superintendents, were short.
9.

Superintendents and boards of education both functioned

better when the expectations and role perceptions for the other were
more alike and more understood.
10.

There was a high discrepancy between the reasons that

superintendents and boards of education gave for failures of super
intendents to remain in office.
11.

There was incongruency between the answers of former

superintendents and their boards to the specific circumstances of
vacating superintendencies.
12.

Political splits among boards of education have caused

divergence in agreement about which superintendents have been
successful and which have been unsuccessful.
13.

After an unsuccessful superintendent had left the super

intendency, there were few places within the education profession for
him.
14.

Superintendents have failed to realize their vulner

ability within their positions.
15.

Superintendents and board members were unaware of the

effect that the situation in the county has on the success of any
superintendent.
16.

Evaluations on superintendents by their boards of educa

tion were critical to their success.
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